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Part A - Department or Agency ldentifying Information

EEOC FORM
U.S. Equal Employment Opportunity Commission

MD-715
Parts A Through E

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Second Zip Agency | FIPS
Agency Level Address City State | Code Code | Code
Component (xxxxx) | (xxxx) | (xxxx)
Department
of Veterans 21\/3 Vermont Ave., Washington | DC 20420 VAQO 11DC
Affairs

Part B - Total Employment

Total Employment

Permanent Workforce

Temporary Workforce

Total Workforce

Number of 382,183 19,792 404,638
Employees
Part C.1 - Head of Agency and Head of Agency Designee
Agency Leadership Name Title
Head of Agency Robert L. Wilkie Secretary

Head of Agency
Designee

James M. Byrne

Deputy Secretary of Veterans Affairs

Part C.2 - Agency Official(s) Responsible for Oversight of EEO

Program(s)
Pay Phone
Plan Number
EEO Program Name Title Occupational | and (XXX Email
Staff Series (xxxx) | Grade XXX~ Address
(xx-
XXXX)
xx)
Assistant
Secretary for
Principal EEO | Daniel R, | Human Resources 202- | haniel Sitterl
Director/Official | Sitterly and EX-00 | 461- y@va.gov
Administration/Op 7750 '
erations, Security,
and Preparedness

" There is a total of 2,663 employees with unknown appointment types in HR Smart.
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Pay

Phone
Plan Number
EEO Program Name Title Occupational | and (XXX Email
Staff Series (xxxx) | Grade XXX Address
(xx- XXXX)
xX)
Deputy Assistant
Affirmative Secretary for
Employment Harvey Resolution SES- 202- Harvey.John
W. 461- son08@va.g
Program Management, 00
Johnson : g 4064 ov
Manager Diversity and
Inclusion
Deputy Assistant
Complaint Secretary for
Processing Harvey Resolution SES- 202- | Harvey.John
W. 461- son08@va.g
Program Management, 00
Johnson ; g 4064 ov
Manager Diversity and
Inclusion
Diversity &
Inclusion Officer
Hispanic Departmental 202-
Program Edith Hispanic Edith.Perry
GS-00 632-
Manager Perry Employment 6968 @va.gov
(SEPM) Program Manager
Women's
Program Sehar Departmental , 202- | sehar.Minha
; Federal Women’s GS-00 461-
Manager Minhas Proaram Manaaer 4036 s@va.gov
(SEPM) 9 9
Disability
Program Roberto | Departmental 202- Roberto.Roj
; Disability Program GS-00 302-
Manager Rojo Manager 5013 o@va.gov
(SEPM) 9
Special Departmental
Placement Selective 202-
Program Roberto Roberto.Roj
. ; Placement GS-00 302-
Coordinator Rojo o@va.gov
- . Program 5013
(Individuals with Coordinator
Disabilities)
Reasonable Chief of 347-
Accommodation | Andreé Reasonable Andree.Sutt
. GS-00 749-
Program Sutton Accommodation on@va.gov
. 1414
Manager Services
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EEOC FORM
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Pay

Phone
Plan Number
EEO Program Name Title Occupational | and (XXX Email
Staff Series (xxxx) | Grade XXX Address
(xx- XXXX)
xX)
Anti-Harassment Denene ﬁglrzfsg;went 216- Denene.Bur
Program . GS-00 707- nette@va.go
Burnette | Prevention
Manager 7717 \Y
Program
Perdita.John
Perdita Eastern District 202- son-
ADR Program Johnson- | Director / Interim GS-00 461- | Abercrombie
Manager Abercrom | Chief of Central 6743 | @va.gov
bie ADR
. - . 202- .
Compliance William Manager of Policy GS-00 461- William.Pres
Manager Preston and Compliance 5457 ton@va.gov
o Director, 202-
roGhAND | R ionore aso0 | dor. | By e
Analysis 4155 '
Director, Office of
Employment ) 202- .
Other EEO Staff | 11&@"® | Discrimination St | 461 m;"r‘]’g\‘/ge\(’)\f/'
Complaint 4105 9
Adjudication
Departmental
Tynnetta African 202- Tynnetta.Le
Other EEO Staff Lee American/Black GS-00 461- c@va o.v
Employment 7968 9
Program Manager
Departmental
Asian 202-
Other EEO Staff Tynnetta | American/Pacific GS-00 461- Tynnetta.Le
Lee Islander (AAPI) 7968 e@va.gov
Employment

Program Manager
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Pay Phone
Plan Number
EEO Program Name Title Occupational | and (XXX Email
Staff Series (xxxx) | Grade XXX Address
(xx-
XXXX)
xX)
Departmental 202-
Other EEO Staff Se_:har American Ind|an GS-00 461- Sehar.Minha
Minhas Alaska Native s@va.gov
4036
Program Manager
Departmental
. Lesbian, Gay, 202- . .
Other EEO Staff | 569 | Bisexual, GS-00 | 461- ?g);“g'(ﬁ/k'“
Transgender 4145 9
Program Manager

Part D.1 — List of Subordinate Components Covered in this Report

Please identify the subordinate components within the agency (e.g., bureaus, regions, etc.).

[ If the agency does not have any subordinate components, please check the box.

Count Agency FIPS
Subordinate Component City State © tiongll) Code Codes
P (xxxx) (xxxxx)
Veterans Health Washington DC VATA 11DC
Administration
Veterans Benefits Washington DC VALA 11DC
Administration
National Cemetery Washington DC VAPA 11DC
Administration
Part D.2 — Mandatory and Optional Documents for this Report
In the table below, the agency must submit these documents with its MD-715 report.
Did the agency submit the following mandatory Please respond Comments
documents? Yes or No
Organizational Chart Yes
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Did the agency submit the following mandatory

Please respond

documents? Yes or No Comments
EEO Policy Statement Yes
Strategic Plan Yes
Included in
Anti-Harassment Policy and Procedures Yes tF?oeIiEfo
Statement
Reasonable Accommodation Procedures Yes
Procedures
are currently
Personal Assistance Services Procedures No going
through the
approval
process.
Alternative Dispute Resolution Procedures Yes

In the table below, the agency may decide whether to submit these documents with its MD-715 report.

Please respond

. . . . 5
Did the agency submit the following optional documents? Yes or No Comments
Federal Equal Opportunity Recruitment Program (FEORP) No

Report

Disabled Veterans Affirmative Action Program (DVAAP) No

Report

Operational Plan for Increasing Employment of Individuals No

with Disabilities under Executive Order 13548

Diversity and Inclusion Plan under Executive Order 13583 Yes

Diversity Policy Statement No

Human Capital Strategic Plan Yes
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EEOC FORM
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Did the agency submit the following optional documents? Please respond Comments
Yes or No
EEO Strategic Plan No
Results from most recent Federal Employee Viewpoint Survey Y
es
or Annual Employee Survey

Part E — Executive Summary

All agencies must complete Part E.1; however, only agencies with 199 or fewer employees in permanent
FT/PT appointments are required to complete Part E.2 to E.5. Agencies with 200 or more employees in
permanent FT/PT appointments have the option to Part E.2 to E.5.

Part E.1 - Executive Summary: Mission

The Department of Veterans Affairs’ (VA) mission is to fulfill President Lincoln's promise “To care for
him who shall have borne the battle, and for his widow, and his orphan” by serving and honoring the
men and women who are America’s Veterans.

Part E.2 - Executive Summary: Essential Element A - F

As of the signing of this report, VA has a new VA Secretary, Denis McDonough, and Acting
EEO Director/Assistant Secretary for Human Resources and Administration/Operations,
Security and Preparedness, Jeffrey R. Mayo.

Part E.3 - Executive Summary: Workforce Analyses

Part E.4 - Executive Summary: Accomplishments

Part E.5 - Executive Summary: Planned Activities
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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL
PART F EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

1, Jeffrey R. Mayo, Acting Assistant Secretary for Human Resources and Administration/Operations, am the
Security and Preparedness

Principal EEO Director/Official for the Department of Veterans Affairs
(Insert Agency/Component Name above)

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential
elements as prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEO MD-715, a
further evaluation was conducted and, as appropriate, EEO Ptans for Attaining the Essential Elements of a Model EEO
Program, are included with this Federal Agency Annual EEO Program Status Report.

The agency has also analyzed i% work force profiles and conducted barrier analyses aimed at detecting whether any
management or personnel policy, procedure or practice is operating to disadvantage any group based on race, nationat origin,
gender or disability. EEO Plans to Eliminate Identified Barriers, as appropriate, are included with this Federal Agency Annual
EEO Program Status Report.

| certify that proper documentation of this assessment is in place and is being maintained for EEOC review upon request.

Jeffrey Mayo gy sienedoy Jefirey

1799356 Date: 2021.04.01 17:39:04 April 1, 2021
-04'00"
Signature of Principal EEO Director/Official Date

Certifies that this Federal Agency Annual EEO Program Status Report is in compliance with EEO MD-715.

5//07//

Signature of Agency Hedd or Agency Head Designee Date

Page 9 of 245


https://2021.04.01

Page 10 of 245



EEOC FORM
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 - PART G
Agency Self-Assessment Checklist

The Part G Self-Assessment Checklist is a series of questions designed to provide federal
agencies with an effective means for conducting the annual self-assessment required in Part F
of MD-715. This self-assessment permits EEO Directors to recognize, and to highlight for their
senior staff, deficiencies in their EEO program that the agency must address to comply with MD-
715's requirements. Nothing in Part G prevents agencies from establishing additional practices
that exceed the requirements set forth in this checklist.

All agencies will be required to submit Part G to EEOC. Although agencies need not submit
documentation to support their Part G responses, they must maintain such documentation on
file and make it available to EEOC upon request.

The Part G checklist is organized to track the MD-715 essential elements. As a result, a single
substantive matter may appear in several different sections, but in different contexts. For
example, questions about establishing an anti-harassment policy fall within Element C
(Management and Program Accountability), while questions about providing training under the
anti-harassment policy are found in Element A (Demonstrated Commitment from Agency
Leadership).

For each MD-715 essential element, the Part G checklist provides a series of "compliance
indicators." Each compliance indicator, in turn, contains a series of “yes/no” questions, called
“‘measures.” To the right of the measures, there are two columns, one for the agency to answer
the measure with "Yes", "No", or "NA;" and the second column for the agency to provide
‘comments”, if necessary. Agencies should briefly explain any “N/A” answer in the comments.
For example, many of the sub-component agencies are not responsible for issuing final agency
decisions (FADs) in the EEO complaint process, so it may answer questions about FAD
timeliness with "NA" and explain in the comments column that the parent agency drafts all
FADs.

A "No" response to any measure in Part G is a program deficiency. For each such "No"
response, an agency will be required in Part H to identify a plan for correcting the identified
deficiency. If one or more sub-components answer “No” to a particular question, the agency-
wide/parent agency’s report should also include that “No” response.
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 - PART G

Agency Self-Assessment Checklist

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP
This element requires the agency head to communicate a commitment to equal employment opportunity and a discrimination-free workplace.

= A.1 - The agency issues an effective, up-to-date EEO policy statement. Measure Comments
Compliance Met?
Indicator (Yes/No/NA)
\ 4
Measures
A1l.a Does the agency annually issue a signed and dated EEO policy statement on . .
agency letterhead that clearly communicates the agency’s commitment to EEO g;ez%ﬁgt? ol'r?g \S/ftgzggg\r/assz)gbler?&ﬂ@ ug\;Nuhsé
for all employees and applicants? If “yes”, please provide the annual issuance Y ’ y i Jul yé,o 2018. Th ’
date in the comments column. [see MD-715, II(A)] es was sworn |nt<_) ottice on July 5%, - Lhere was
’ a delay in the issuance of the FY 2019 EEO policy
statement due to approval process delays.
A1.b Does the EEO policy statement address all protected bases (age, color,
disability, sex (including pregnancy, sexual orientation and gender identity), Additionally. VA's EEO policy statement covers
genetic information, national origin, race, religion, and reprisal) contained in the Yes trans endgr’ status marFi)taI s)t/atus arental status
laws EEOC enforces? [see 29 CFR § 1614.101(a)] If the EEO policy statement and golitical affiliati,on P ’
covers any additional bases (e.g., marital status, veteran status and political P '
affiliation), please list them in the comments column.
e A.2 — The agency has communicated EEO policies and procedures to all Measure Comments
Compliance employees. Met?
Indicator (Yes/No/NA)
$
Measures
A2a Does the agency disseminate the following policies and procedures to all
employees:
A.2.a1 Anti-harassment policy? [see MD 715, 11(A)] The Anti-harassment policy is included in VA's
Yes EEO policy statement and was emailed to all
employees by the VA Secretary.
A.2.a.2 Reasonable accommodation procedures? [see 29 C.F.R § 1614.203(d)(3)] Yes

Page 13 of 245



EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

A.2b Does the agency prominently post the following information throughout the
workplace and on its public website:
A.2.b.1 The business contact information for its EEO Counselors, EEO Officers, Special
Emphasis Program Managers, and EEO Director? [see 29 C.F.R § Yes
1614.102(b)(7)]
A.2.b.2 Written materials concerning the EEO program, laws, policy statements, and the Yes
operation of the EEO complaint process? [see 29 C.F.R § 1614.102(b)(5)]
A.2b.3 Reasonable accommodation procedures? [see 29 C.F.R. § 1614.203(d)(3)(i)] If Yes https://www.diversity.va.qov/programs/ra.aspx
s0, please provide the internet address in the comments column. . - — :
A2.c Does the agency inform its employees about the following topics: _

A.2.c1 EEO complaint prc_)cess? [see 29 CFR §§ 1614.102(a)(12) and 161.4.1(.)2(b)(5)] If New VA employees receive this information during

yes”, please provide how often and the means by which such training is N : . o :

delivered. New Emplo_yees Or|entat|c_>n. Also, this mformatlon
is included in the EEO Policy Statement that is
signed annually and sent out to all employees in

Yes addition to being posted on VA’s website.
Furthermore, each employee has to certify in VA's
training system that they have read and
understand the policy statement. In-person and
virtual training on this topic is also done on an as-
needed basis.

A.2.c.2 ADR process? [see MD-110, Ch. 3(I1)(C)] If “yes”, please provide how often. New VA employees receive this information during
New Employees Orientation. Also, this information
is included in the EEO Policy Statement that is
signed annually and sent out to all employees in
addition to being posted on VA’s website.

Yes Furthermore, each employee has to certify in VA’'s
training system that they have read and
understand the policy statement. Employees are
also informed via posters posted throughout VA
facilities in high-traffic areas, and training courses
through Talent Management System (TMS), virtual
and on-site (on an as-need basis).

A.2.c3 %ii?oslzzlseagrcgr%rg%%33(;%;:09ram? [see 29 CFR § 1614.203(d)(7)(ii)(C)] If VA holds monthly reasonable accommodation

’ ’ (RA) trainings with National RA Coordinators and

Yes quarterly trainings with Field RA Coordinators. VA

also promotes the RA program through the VA
Pulse network (VA’s virtual work hub).

Page 14 of 245



EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

A2.c4 Anti-harassment program? [see EEOC Enforcement Guidance on Vicarious VA informs emplo bout th ti-h t
Employer Liability for Unlawful Harassment by Supervisors (1999), § V.C.1] If Yes ployees about Ine anti-harassmen
“yes”, please provide how often. program annually.
A.2.c.5 Behaviors that are inappropriate in the workplace and could result in disciplinary . .
action? [5 CFR § 2635.101(b)] If “yes”, please provide how often. Yes VA |_nforms employees about the behaviors that
are inappropriate in the workplace annually.
= A.3 — The agency assesses and ensures EEO principles are part of its Measure Comments
Compliance culture. Met?
Indicator (Yes/No/NA)
4
Measures
A3.a Do_es the agency provide ljecognltlon ’go employees, supervisors, managers, gnd The Secretary’s Annual Diversity and Inclusion
units demonstrating superior accomplishment in equal employment opportunity? .
“ o : i Excellence Award is one example of how VA
[see 29 CFR § 1614.102(a) (9)] If “yes”, provide one or two examples in the : oo
comments section. recognizes exemplary contributions by VA
managers/supervisors, employees, and teams
who work to create a diverse VA workforce and
cultivate an inclusive VA workforce. Another
example is the Secretary’s Alternative Dispute
Yes Resolution Excellence Award that recognizes any
VA employee or program who has made
exemplary contributions to creating an
environment where employees can effectively
address conflict and resolve disputes in a manner
that encourages communication, promotes
understanding, enhances relationships, and
engages employees in problem solving.
A3.b Does the agency utilize the Federal Employee Viewpoint Survey or other climate
assessment tools to monitor the perception of EEO principles within the Yes

workforce? [see 5 CFR Part 250]

Essential Element B: INTEGRATION OF EEO INTO THE AGENCY’S STRATEGIC MISSION
This element requires that the agency’s EEO programs are structured to maintain a workplace that is free from discrimination and support the agency’s

strategic mission.

=
Compliance
Indicator

¥

Measures

B.1 - The reporting structure for the EEO program provides the principal
EEO official with appropriate authority and resources to effectively carry
out a successful EEO program.

Measure
Met?
(Yes/No/NA)

Comments
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

B.1.a

Is the agency head the immediate supervisor of the person (“‘EEO Director”) who

has day-to-day control over the EEO office? [see 29 CFR §1614.102(b)(4)]

Yes

The EEO Director has general oversight and
accountability for the EEO process in VA and
reports directly to the Secretary. The day-to-day
operations of VA’'s EEO work is directly managed
by the Deputy Assistant Secretary for ORMDI who
reports to the Principal Deputy Assistant Secretary
for HRA/OSP who reports to the EEO Director.

B.1.a.1

If the EEO Director does not report to the agency head, does the EEO Director
report to the same agency head designee as the mission-related programmatic
offices? If “yes,” please provide the title of the agency head designee in the
comments.

NA

The EEO Director reports to the agency head.

B.1.a.2

Does the agency’s organizational chart clearly define the reporting structure for
the EEO office? [see 29 CFR §1614.102(b)(4)]

Yes

B.1.b

Does the EEO Director have a regular and effective means of advising the
agency head and other senior management officials of the effectiveness,
efficiency and legal compliance of the agency’s EEO program? [see 29 CFR
§1614.102(c)(1); MD-715 Instructions, Sec. 1]

Yes

B.1.c

During this reporting period, did the EEO Director present to the head of the
agency, and other senior management officials, the "State of the agency"
briefing covering the six essential elements of the model EEO program and the
status of the barrier analysis process? [see MD-715 Instructions, Sec. I)] If
“yes”, please provide the date of the briefing in the comments column.

Yes

The EEO Director briefed the VA Secretary in July
2019.

B.1.d

Does the EEO Director regularly participate in senior-level staff meetings
concerning personnel, budget, technology, and other workforce issues? [see
MD-715, II(B)]

Yes

=

Compliance
Indicator

$

Measures

B.2 — The EEO Director controls all aspects of the EEO program.

Measure
Met?
(Yes/No/NA)

Comments

B.2.a

Is the EEO Director responsible for the implementation of a continuing
affirmative employment program to promote EEO and to identify and eliminate
discriminatory policies, procedures, and practices? [see MD-110, Ch. 1(lll)(A);
29 CFR §1614.102(c)] If not, identify the office with this authority in the
comments column.

Yes

B.2.b

Is the EEO Director responsible for overseeing the completion of EEO
counseling? [see 29 CFR §1614.102(c)(4)]

Yes
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

B.2.c Is the EEO Director responsible for overseeing the fair and thorough
investigation of EEO complaints? [see 29 CFR §1614.102(c)(5)] [This question Yes
may not be applicable for certain subordinate level components.]

B.2.d Is the EEO Director responsible for overseeing the timely issuance of final . .
agency decisions? [see 29 CFR §1614.102(c)(5)] [This question may not be In accordance W't.h 38 United States C_odg (l.J'S'.
applicable for certain subordinate level components.] €.) § 319, the Office of Employment Discrimination

' No Complaint Adjudication (OEDCA), who is
responsible for final agency decisions, reports
directly to the VA Secretary.

B.2.e Is the EEO Director responsible for ensuring compliance with EEOC orders? Yes
[see 29 CFR §§ 1614.102(e); 1614.502]

B.2.f Is the EEO Director responsible for periodically evaluating the entire EEO
program and providing recommendations for improvement to the agency head? Yes
[see 29 CFR §1614.102(c)(2)]

B.2.g If the agency has subordinate level components, does the EEO Director provide
effective guidance and coordination for the components? [see 29 CFR §§ Yes
1614.102(c)(2) and (c)(3)]

= B.3 - The EEO Director and other EEO professional staff are involved in, Measure Comments
Compliance | and consulted on, management/personnel actions. Met?

Indicator (Yes/No/NA)

\ 4

Measures

B.3.a Do EEO program officials participate in agency meetings regarding workforce
changes that might impact EEO issues, including strategic planning, recruitment Yes
strategies, vacancy projections, succession planning, and selections for
training/career development opportunities? [see MD-715, 11(B)]

B.3.b Does the agency’s current strategic plan reference EEO / diversity and inclusion , . « .
principles? [see MD-715, II(B)] If “yes”, please identify the EEO principles in the mjezrgili p 82gﬁfngr:rifg't‘;lprfa”nztga;serXA wil
strategic plan in the comments column. Yes capabilities to empower and enable a diverse, fully

staffed, and highly skilled workforce that
consistently delivers world-class services to
Veterans and their families.

ot B.4 - The agency has sufficient budget and staffing to support the success Measure Comments

Compliance | of its EEO program. Met?

Indicator (Yes/No/NA)

$

Measures
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EEOC FORM

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

B.4.a Pursuant to 29 CFR §1614.102(a)(1), has the agency allocated sufficient funding
and qualified staffing to successfully implement the EEO program, for the
following areas:
B.4.a.1 to conduct a self-assessment of the agency for possible program deficiencies? Yes
[see MD-715, 1I(D)]
B.4.a.2 Egeeenﬁ/l%?;?g elllgzgl;]cy to conduct a thorough barrier analysis of its workforce? In FY 2019, the budget to conduct a barrier
’ No analysis was approved; however, ORMDI did not
have sufficient staffing.
B.4.a.3 to tlmely, thqroughly, gnd fa]rly process EEQ .complalnts, mcludmg EEO . VA has insufficient staffing to timely issue final
counseling, investigations, final agency decisions, and legal sufficiency reviews? No agency decisions. Also. VA has insufficient staffin
[see 29 CFR § 1614.102(c)(5) & 1614.105(b) — (f); MD-110, Ch. 1(1V)(D) & 5(1V); tg y ’ ' Lo . 9
MD-715, II(E)] o process EEO complaints (mainly investigators).
B.4.a4 to provide all supervisors and employees with training on the EEO program,
including but not limited to retaliation, harassment, religious accommodations,
disability accommodations, the EEO complaint process, and ADR? [see MD-715, Yes
I1(B) and III(C)] If not, please identify the type(s) of training with insufficient
funding in the comments column.
B.4.a.5 to conduct thorough, a]ccurat.e, anq effec_:tive field audits of the EEO programs in In FY 2019, VA’s Office of Diversity and Inclusion
components and the field offices, if applicable? [see 29 CFR §1614.102(c)(2)] (ODI) staff conducted Technical Assistance
Reviews (TARs) at six facilities to engage senior
Yes leaders, EEO officials, human resources officials,
special emphasis program managers, union
officials, et al. for providing assistance towards
attainment of a model EEO program.
B.4.a.6 to publish and distribute EEO materials (e.g. harassment policies, EEO posters, . ' . .
reasonable accommodations procedures)? [see MD-715, 1I(B)] The RA Services Office prowdgs a mechaplsm for
Yes !nternal gmployees and supervisors to review
information on the VA pulse page that may be
suitable for complex systems.
B.4.a.7 to maintain accurate data collection and tracking systems for the following types
of data: complaint tracking, workforce demographics, and applicant flow data? Yes
[see MD-715, lI(E)]. If not, please identify the systems with insufficient funding in
the comments section.
B.4.a.8 to effectively administer its special emphasis programs (such as, Federal .
Women’s Program, Hispanic Employment Program, and People with Disabilities Thelre contt|r:_ues t;)trt])e Staff Is:thoﬂafgtla;;?r i
Program Manager)? [5 USC § 7201; 38 USC § 4214; 5 CFR § 720.204; 5 CFR § No 'é“p ‘Tme” a t";,“ otthe ?pg T%” E‘S 'T”I‘a lve
213.3102(t) and (u); 5 CFR § 315.709] Emp oyment Frograms, 1o Include specia
mphasis Programs. There are currently 4 Full-
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Time Employees (FTEs) fulfilling these oversight
roles, amongst other work obligations.
B.4.a.9 to effectively manage its anti-harassment program? [see MD-715 Instructions,
Sec. 1); EEOC Enforcement Guidance on Vicarious Employer Liability for Yes
Unlawful Harassment by Supervisors (1999), § V.C.1]
B.4.a.10 to effectively manage its reasonable accommodation program? [see 29 CFR § No
1614.203(d)(4)(ii)]
B.4.a.11 ﬁ)(é)r;sure timely and complete compliance with EEOC orders? [see MD-715, The staff for the ORM Office of Policy and
Compliance has been significantly reduced, which
No impacts its ability to monitor compliance with all
OEDCA final agency actions involving EEOC
administrative judge rulings, and all EEOC Office
of Federal Operations appellate decisions.
B.4.b Does the EEO office have a budget that is separate from other offices within the Yes
agency? [see 29 CFR § 1614.102(a)(1)]
B.4.c Are the duties and responsibilities of EEO officials clearly defined? [see MD- Yes
110, Ch. 1(1l1)(A), 2(111), & 6(111)]
B.4.d Does the agency ensure that all new counselors and investigators, including
contractors and collateral duty employees, receive the required 32 hours of Yes
training, pursuant to Ch. 2(lI)(A) of MD-1107?
B.4.e Does the agency ensure that all experienced counselors and investigators,
including contractors and collateral duty employees, receive the required 8 hours Yes
of annual refresher training, pursuant to Ch. 2(11)(C) of MD-1107?
= B.5 — The agency recruits, hires, develops, and retains supervisors and Measure Comments
Compliance managers who have effective managerial, communications, and Met?
Indicator interpersonal skills. (Yes/No/NA)
\ 4
Measures
B.5.a Pursuant to 29 CFR § 1614.102(a)(5), have all managers and supervisors
received orientation, training, and advice on their responsibilities under the
following areas under the agency EEO program:
B.5.a.1 EEO Complaint Process? [see MD-715(11)(B)] Yes
B.5.a.2 Reasonable Accommodation Procedures? [see 29 C.F.R. § 1614.102(d)(3)] Yes
B.5.a.3 Anti-Harassment Policy? [see MD-715(11)(B)] Yes
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B.5.a.4 Supervisory, managerial, communication, and interpersonal skills in order to
supervise most effectively in a workplace with diverse employees and avoid Yes
disputes arising from ineffective communications? [see MD-715, 1I(B)]
B.5.a.5 ADR, with emphasis on the federal government’s interest in encouraging mutual
resolution of disputes and the benefits associated with utilizing ADR? [see MD- Yes
715(1)(E)]
- B.6 — The agency involves managers in the implementation of its EEO Measure Comments
Compliance program. Met?
Indicator (Yes/No/NA)
\ 4
Measures
B.6.a Are senior managers involved in the implementation of Special Emphasis Yes
Programs? [see MD-715 Instructions, Sec. I]
B.6.b Do senior managers participate in the barrier analysis process? [see MD-715 No
Instructions, Sec. I]
B.6.c When barriers are identified, do senior managers assist in developing agency
EEO action plans (Part |, Part J, or the Executive Summary)? [see MD-715 No
Instructions, Sec. I]
B.6.d Do senior managers successfully implement EEO Action Plans and incorporate
the EEO Action Plan Objectives into agency strategic plans? [29 CFR § Yes

1614.102(a)(5)]

This element requires the agency head to hold all managers, supervisors, and EEO officials responsible for the effective implementation of the agency’s

Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY

EEO Program and Plan.

= C.1 - The agency conducts regular internal audits of its component and Measure Comments
Compliance | field offices. Met?
Indicator (Yes/No/NA)
4
Measures
C1.a Does the agency regularly assess its component and field offices for possible , . .
EEO program deficiencies? [see 29 CFR §1614.102(c)(2)] If "yes”, please VA.S. ODI staff conducted six TARs at various
provide the schedule for conducting audits in the comments section facilities in FY 2019. The TARs were conducted
' Yes during the following months: January 2019; March
2019; April 2019; June 2019; August 2019; and
September 2019.
CA1b Does the agency regularly assess its component and field offices on their efforts , ] )
to remove barriers from the workplace? [see 29 CFR §1614.102(c)(2)] If "yes”, Yes VA’s ODlI staff conducted six TARs at various

please provide the schedule for conducting audits in the comments section.

facilities in FY 2019. The TARs were conducted
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during the following months: January 2019; March
2019; April 2019; June 2019; August 2019; and
September 2019.

Ci.c Do the component and field offices make reasonable efforts to comply with the . ) o
recommendations of the field audit? [see MD-715, 11(C)] FO'.IOW.'ng a TAR, a final TAR.Report Is issued
which includes recommendations for
Yes consideration, and the facility officials are
requested to follow-up with information on steps
for implementing the recommendations. This may
be in the form of an action plan, etc.
= C.2 - The agency has established procedures to prevent all forms of EEO Measure Comments
Compliance | discrimination. Met?
Indicator (Yes/No/NA)
$
Measures
C.2.a Has the agency established comprehensive anti-harassment policy and
procedures that comply with EEOC’s enforcement guidance? [see MD-715,
11(C); Enforcement Guidance on Vicarious Employer Liability for Unlawful Yes
Harassment by Supervisors (Enforcement Guidance), EEOC No. 915.002, §
V.C.1 (June 18, 1999)]
C.2.a1 Does the anti-harassment policy require corrective action to prevent or eliminate
conduct before it rises to the level of unlawful harassment? [see EEOC Yes
Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment
by Supervisors (1999), § V.C.1]
C.2.a.2 Has the agency established a firewall between the Anti-Harassment Coordinator
and the EEO Director? [see EEOC Report, Model EEO Program Must Have an Yes
Effective Anti-Harassment Program (2006]
C.2.a3 Does the agency have a separate procedure (outside the EEO complaint
process) to address harassment allegations? [see Enforcement Guidance on Yes
Vicarious Employer Liability for Unlawful Harassment by Supervisors
(Enforcement Guidance), EEOC No. 915.002, § V.C.1 (June 18, 1999)]
C.2.a4 Does the agency ensure that the EEO office informs the anti-harassment .
i - . The Harassment Prevention Program has a
program of all EEO counseling activity alleging harassment? [see Enforcement ; ; s
Guidance, V.C ] Yes Microsoft SharePo!nt tracking system that allows
’ EEO to quickly notify HPP of all harassment
claims.
C.2.a5 Does the agency conduct a prompt inquiry (beginning within 10 days of
notification) of all harassment allegations, including those initially raised in the No Currently, the Agency is not able to track this data.

EEO complaint process? [see Complainant v. Dep’t of Veterans Affairs, EEOC
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Appeal No. 0120123232 (May 21, 2015); Complainant v. Dep’t of Defense
(Defense Commissary Agency), EEOC Appeal No. 0120130331 (May 29, 2015)]
If “no”, please provide the percentage of timely-processed inquiries in the
comments column.
C.2.a.6 Do the agency’s training materials on its anti-harassment policy include Yes
examples of disability-based harassment? [see 29 CFR 1614.203(d)(2)]
C.2.b Has the agency established disability reasonable accommodation procedures
that comply with EEOC’s regulations and guidance? [see 29 CFR Yes
1614.203(d)(3)]
C.2.bA1 Is there a designated agency official or other mechanism in place to coordinate
or assist with processing requests for disability accommodations throughout the Yes
agency? [see 29 CFR 1614.203(d)(3)(D)]
C.2b.2 Has the agency established a firewall between the Reasonable Accommodation No
Program Manager and the EEO Director? [see MD-110, Ch. 1(1V)(A)]
C.2b.3 Does the agency ensure that job applicants can request and receive reasonable . )
accommodations during the application and placement processes? [see 29 CFR VA’'s Human Resources Office ensures that all
1614.203(d)(1)(ii)(B)] yacancy.announcer_nents cqntalp co_n_tgct _
Yes information for applicants with disabilities needing
RA support during the application and placement
processes.
C.2.b.4 Do the reasonable accommodation procedures clearly state that the agency
should process the request within a maximum amount of time (e.g., 20 business Yes
days), as established by the agency in its affirmative action plan? [see 29 CFR
1614.203(d)(3)())(M)]
C.2.b.5 Does the agency process all initial accommodation requests, excluding ongoing . .
interpretative services, within the time frame set forth in its reasonable :./A ||s imable o getermmte tr]rehperqentage cﬁ
accommodation procedures? [see MD-715, II(C)] If “no”, please provide the Imely=processed requests. 1here Is currently no
: " o ; No department-wide tracking mechanism that would
percentage of timely-processed requests, excluding ongoing interpretative . . .
services, in the comments column. afford the visibility needed to determine this
process.
C.2.c Has the agency established procedures for processing requests for personal . S
assistance services that comply with EEOC’s regulations, enforcement VA has posted processing gwddmes and .
guidance, and other applicable executive orders, guidance, and standards? [see Yes procedures on the RA Comm‘.’”.'ty of Practice VA
29 CFR 1614.203(d)(6)] Pu]sg page and incorporated it into the RA
training.
C.2.c1 Does the agency post its procedures for processing requests for Personal . .
Assistance Services on its public website? [see 29 CFR § 1614.203(d)(5)(v)] If \s/:r\ﬁg:ss ("'P"/f\gl)‘gfg‘;g dﬂ?j; 'f)if;;?}ﬁ?;g';;fgce
“yes”, please provide the internet address in the comments column. No ) -
since only VA employees are eligible for these
services. However, VA does post the procedures
on the RA Pulse page. An updated RA/PAS
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Handbook anticipated in FY 2020 will be 508-
compliant and viewable to an external audience.

= C.3 - The agency evaluates managers and supervisors on their efforts to Measure Comments
Compliance ensure equal employment opportunity. Met?
Indicator (Yes/No/NA)
¥
Measures
C.3.a Pursuant to 29 CFR §1614.102(a)(5), do all managers and supervisors have an . . . .

. . X ) . VA issued opening and closing guidance on
element in their performance appraisal that evaluates their commitment to erformance plans and ratinas for the Senior
agency EEO policies and principles and their participation in the EEO program? No P : pre 9 . )

Executive Service (SES) cadre and is working to
do the same for all managers and supervisors.
C.3.b Does the agency require rating officials to evaluate the performance of
managers and supervisors based on the following activities:
C.3.b.1 Resolve EEO problems/disagreements/conflicts, including the participation in VA . losi .
ADR proceedings? [see MD-110, Ch. 3.1] issued opening and closing guidance on
’ No performance plans and ratings for the Senior
Executive Service (SES) cadre and is working to
do the same for all managers and supervisors.
C.3.b.2 Ensure full cooperation of employees under his/her supervision with EEO VA issued openina and closing quidance on
officials, such as counselors and investigators? [see 29 CFR §1614.102(b)(6)] P 9 Sing 9
No performance plans and ratings for the SES cadre
and is working to do the same for all managers
and supervisors.
C.3.b.3 Ensure a workplace that is free from all forms of discrimination, including VA issued openina and closing quidance on
harassment and retaliation? [see MD-715, 11(C)] b 9 sing 9
No performance plans and ratings for the SES cadre
and is working to do the same for all managers
and supervisors.
C.3.b.4 Ensure that subordinate supervisors have effective managerial, communication, . . . .
: . o o VA issued opening and closing guidance on
and interpersonal skills to supervise in a workplace with diverse employees? .
[see MD-715 Instructions, Sec. I] No perfc_)rmancg plans and ratings for the SES cadre
’ ) and is working to do the same for all managers
and supervisors.
C.3.b.5 Provide religious accommodations when such accommodations do not cause an VA issued openina and closing quidance on
undue hardship? [see 29 CFR §1614.102(a)(7)] pening Sing 9
No performance plans and ratings for the SES cadre

and is working to do the same for all managers
and supervisors.
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C.3.b.6 Provide disability accommodations when such accommodations do not cause an VA d . d closi i
undue hardship? [ see 29 CFR §1614.102(a)(8)] Issued opening and closing guidance on
No perfgrmanc_e plans and ratings for the SES cadre
and is working to do the same for all managers
and supervisors.
C.3.b.7 igsggztntiI:;?E[liSepl\rﬂogr?%|r;||(dce)]nt|fy|ng and removing barriers to equal VA issued opening and clqsing guidance on
) ’ No performance plans and ratings for the SES cadre
and is working to do the same for all managers
and supervisors.
C.3.b.8 Sgﬁgfgtét}:eaentérzci:iz;rgi?tgg%gggg,lr\1/!r(1:\fg]stlgatlng and correcting harassing VA issued opening and clqsing guidance on
No perfc_)rmancg plans and ratings for the SES cadre
and is working to do the same for all managers
and supervisors.
C.3.b.9 Comply with settlement agreements and orders issued by the agency, EEOC, VA issued opening and closing guidance on
and EEO-related cases from the Merit Systems Protection Board, labor erformance plans and ratinas for the SES cadre
arbitrators, and the Federal Labor Relations Authority? [see MD-715, 11(C)] No peric ep N9
and is working to do the same for all managers
and supervisors.
C.3.c Does the EEO Director recommend to the agency head improvements or
corrections, including remedial or disciplinary actions, for managers and Yes
supervisors who have failed in their EEO responsibilities? [see 29 CFR
§1614.102(c)(2)]
C.3d When the EEO Director recommends remedial or disciplinary actions, are the
recommendations regularly implemented by the agency? [see 29 CFR Yes
§1614.102(c)(2)]
- C.4 - The agency ensures effective coordination between its EEO Measure Comments
Compliance programs and Human Resources (HR) program. Met?
Indicator (Yes/No/NA)
\ 4
Measures
Cd.a Do the HR Director and the EEQ Director meet regularly to assess whether
personnel programs, policies, and procedures conform to EEOC laws, Yes
instructions, and management directives? [see 29 CFR §1614.102(a)(2)]
C.4.b Has the agency established timetables/schedules to review at regular intervals
its merit promotion program, employee recognition awards program, employee Yes

development/training programs, and management/personnel policies,
procedures, and practices for systemic barriers that may be impeding full
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participation in the program by all EEO groups? [see MD-715 Instructions, Sec.
1]
C4.c Does the EEO office have timely access to accurate and complete data (e.g.,
demographic data for the workforce, applicants, training programs, etc.) required No
to prepare the MD-715 workforce data tables? [see 29 CFR §1614.601(a)]
c.4d Does the HR office timely provide the EEO office with access to other data (e.g.,
exit interview data, climate assessment surveys, and grievance data), upon Yes
request? [see MD-715, 1I(C)]
Cd.e Pursuant to Section II(C) of MD-715, does the EEO office collaborate with the
HR office to:
C.4.eA Implement the Affirmative Action Plan for Individuals with Disabilities? [see 29 Yes
CFR §1614.203(d); MD-715, 11(C)]
C.d.e2 Develop and/or conduct outreach and recruiting initiatives? [see MD-715, 11(C)] Yes
C4.e3 Develop and/or provide training for managers and employees? [see MD-715, Yes
H(C)l
Cd.ed Identify and remove barriers to equal opportunity in the workplace? [see MD-
715, 11(C)] No
C.4.e.5 Assist in preparing the MD-715 report? [see MD-715, 11(C)] Yes
e C.5 - Following a finding of discrimination, the agency explores whether it Measure Comments
Compliance | should take a disciplinary action. Met?
Indicator (Yes/No/NA)
\ 4
Measures
C.5.a Does the agency have a disciplinary policy and/or table of penalties that covers
discriminatory conduct? [see 29 CFR § 1614.102(a)(6); see also Douglas v. Yes
Veterans Administration, 5 MSPR 280 (1981)]
C.5.b When appropriate, does the agency discipline or sanction managers and -
employees for discriminatory conduct? [see 29 CFR §1614.102(a)(6)] If “yes”, qu FY 2.01?.’ tht_are vlvgre E;;gr;jmgs Of'bl
please state the number of disciplined/sanctioned individuals during this Nllscrlmlna |0{1(|)r}¥o_v:ngRMo esip06n13| © th
reporting period in the comments. Danagemen icials ( ). n ot cases, he
epartment was ordered to consider taking
disciplinary action against the RMO. Ultimately, 18
Yes RMOs received some form of disciplinary action
while seven RMOs received counseling (VA
guidance does not consider counseling to be
discipline). Thirty-seven RMOs retired or resigned
prior to the consideration of disciplinary action.
Management considered but took no disciplinary
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action against 32 RMOs. There are 32 RMOs
pending the consideration of disciplinary action.

C.5.c If the agency has a finding of discrimination (or settles cases in which a finding In cases of disability discrimination. all responsibl
was likely), does the agency inform managers and supervisors about the : y " ponsivie
discriminatory conduct (e.g., post mortem to discuss lessons learned)? [see MD- Yes Supervisors and managers are provided training
715, I(C)] rega_rdlng the conduct and proper procedures

moving forward.
e C.6 — The EEO office advises managers/supervisors on EEO matters. Measure Comments
Compliance Met?
Indicator (Yes/No/NA)
$
Measures

C.6.a Does the EEO office provide management/supervisory officials with regular EEO
updates on at least an annual basis, including EEO complaints, workforce These updates are provided during quarterly
demographics and data summaries, legal updates, barrier analysis plans, and Yes Diversity and Inclusion in VA Council meetings
special emphasis updates? [see MD-715 Instructions, Sec. 1] If “yes”, please and on an as-needed basis.
identify the frequency of the EEO updates in the comments column.

C.6.b Are EEO officials readily available to answer managers’ and supervisors’ Yes

questions or concerns? [see MD-715 Instructions, Sec. |]

This element requires that the agency head make early efforts to prevent discrimination and to identify and eliminate barriers to equal employment

Essential Element D: PROACTIVE PREVENTION

opportunity.
= D.1 — The agency conducts a reasonable assessment to monitor progress Measure Comments
Compliance towards achieving equal employment opportunity throughout the year. Met?
Indicator (Yes/No/NA)
\ 4
Measures
D.1.a Does the agency have a process for identifying triggers in the workplace? [see Y
d es
MD-715 Instructions, Sec. 1]
D.1.b Does the agency regularly use the following sources of information for trigger
identification: workforce data; complaint/grievance data; exit surveys; employee
climate surveys; focus groups; affinity groups; union; program evaluations; Yes
special emphasis programs; and/or external special interest groups? [see MD-
715 Instructions, Sec. ]
D.1.c Does the agency conduct exit interviews or surveys that include questions on
how the agency could improve the recruitment, hiring, inclusion, retention and Yes

advancement of individuals with disabilities? [see 29 CFR 1614.203(d)(1)(iii)(C)]
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= D.2 - The agency identifies areas where barriers may exclude EEO groups Measure Comments
Compliance (reasonable basis to act.) Met?
Indicator (Yes/No/NA)
$
Measures
D.2.a Does the agency have a process for analyzing the identified triggers to find Yes
possible barriers? [see MD-715, (11)(B)]
D.2.b Does the agency regularly examine the impact of management/personnel
policies, procedures, and practices by race, national origin, sex, and disability? No
[see 29 CFR §1614.102(a)(3)]
D.2.c Does the agency consider whether any group of employees or applicants might
be negatively impacted prior to making human resource decisions, such as re- No
organizations and realignments? [see 29 CFR §1614.102(a)(3)]
D.2.d Does the agency regularly review the following sources of information to find
barriers: complaint/grievance data, exit surveys, employee climate surveys,
focus groups, affinity groups, union, program evaluations, anti-harassment Yes VA reviews complaint data, exit surveys, and the
program, special emphasis programs, and/or external special interest groups? All Employee Survey.
[see MD-715 Instructions, Sec. ] If “yes”, please identify the data sources in the
comments column.
=l D.3 - The agency establishes appropriate action plans to remove identified Measure Comments
Compliance barriers. Met?
Indicator (Yes/No/NA)
\ 4
Measures
D.3.a Does the agency effectively tailor action plans to address the identified barriers, . . .
. . 7 . Although VA has identified triggers, we have not
in particular policies, procedures, or practices? [see 29 CFR §1614.102(a)(3)] NA condugted a barrier analysis t%gpinpoint the actual
barrier.
D.3.b If the agency identified one or more barriers during the reporting period, did the . o .
agency implement a plan in Part |, including meeting the target dates for the NA ﬁ‘g:gggtr;(}/: g:rs;ifre;:;e iitsrlt%geirs, ;\i/r?tr’:ﬁ(\e/eagtcl’}al
planned activities? [see MD-715, I1(D)] bartior Y pinp
D.3.c Does the agency periodically review the effectiveness of the plans? [see MD- Yes

715, 11(D)]
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= D.4 — The agency has an affirmative action plan for people with disabilities, Measure Comments
Compliance including those with targeted disabilities. Met?
Indicator (Yes/No/NA)
\ 4
Measures
Does the agency post its affirmative action plan on its public website? [see 29 VA's affirmative action plan is posted on
D.4.a CFR 1614.203(d)(4)] If yes, please provide the internet address in the Yes httos:// di . P / P d /
comments. ttps://www.diversity.va.gov/products/reports.aspx.
Does the agency take specific steps to ensure qualified people with disabilities .
; ) All vacancy announcements include language to
are aware of and encouraged to apply for job vacancies? [see 29 CFR le with disabilities (PWD) and I
1614.203(d)(1)(i)] ensure people ywt disabi ities ( ) and people
D.4.b Yes with targeted disabilities (PWTD) are aware they
can apply through hiring authorities specific to
PWDs and Disabled Veterans.
D.4.c Does the agency ensure that disability-related questions from members of the Yes
T public are answered promptly and correctly? [see 29 CFR 1614.203(d)(1)(ii)(A)]
Has the agency taken specific steps that are reasonably designed to increase . ; .
the number of persons with disabilities or targeted disabilities employed at the Marke_tmg IS conduc_ted_ thr(?L_Jgh the D!verS|ty and
agency until it meets the goals? [see 29 CFR 1614.203(d)(7)(ii)] Inclusion VA Council Disability Committee, and a
D.4.d ' ’ Yes toolkit has been created to assist hiring managers

with using non-competitive hiring authorities for
PWDs and Disabled Veterans.

Essential Element E: EFFICIENCY
This element requires the agency head to ensure that there are effective systems for evaluating the impact and effectiveness of the agency’s EEO
programs and an efficient and fair dispute resolution process.

=] E.1 - The agency maintains an efficient, fair, and impartial complaint Measure Comments
Compliance resolution process. Met?
Indicator (Yes/No/NA)
\ 4
Measures
E.1.a Does the agency timely provide EEO counseling, pursuant to 29 CFR Yes
§1614.1057?
E.1.b Does the agency provide written notification of rights and responsibilities in the
EEO process during the initial counseling session, pursuant to 29 CFR Yes
§1614.105(b)(1)?
EA1.c Does the agency issue acknowledgment letters immediately upon receipt of a Yes
formal complaint, pursuant to MD-110, Ch. 5(1)?
E1.d Does the agency issue acceptance letters/dismissal decisions within a Yes VA's average processing time is 32 days.

reasonable time (e.g., 60 days) after receipt of the written EEO Counselor report,
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pursuant to MD-110, Ch. 5(1)? If so, please provide the average processing time
in the comments.

E.l.e Does the agency ensure that all employees fully cooperate with EEO counselors
and EEO personnel in the EEO process, including granting routine access to Yes
personnel records related to an investigation, pursuant to 29 CFR
§1614.102(b)(6)?

E.A1f §D‘T)éa1s4t2%§gency timely complete investigations, pursuant to 29 CFR Yes VA's investigations are 88% timely.

E.1.g If the agency does not timely complete investigations, does the agency notify
complainants of the date by which the investigation will be completed and of Yes
their right to request a hearing or file a lawsuit, pursuant to 29 CFR
§1614.108(g)?

E.1.h When the complainant did not request a hearing, does the agency timely issue Insufficient staffing to issue timelv final agenc
the final agency decision, pursuant to 29 CFR §1614.110(b)? No doist 9 y gency

ecisions.

E.1.i Does the agency timely issue final actions following receipt of the hearing file Yes
and the administrative judge’s decision, pursuant to 29 CFR §1614.110(a)?

E.A.j If the agency uses contractors to implement any stage of the EEO complaint Insufficient work is returned to the contractor for
process, does the agency hold them accountable for poor work product and/or ion. Contract | ired t lai
delays? [See MD-110, Ch. 5(V)(A)] If “yes”, please describe how in the correction. Contractors are also required to explain
comments column. timeliness issues |mmgd|ately. For delayed cases,

the contractor may be issued an Order to Produce
notification which requires an explanation of the
delay and how they plan to immediately address

Yes the issues. A contractor may be barred from
receiving additional work should their issues with
timeliness or sufficiency persist or go uncorrected.
Timeliness and quality are both measured and
quantified prior to the awarding of the annual
contract.

E.1.k If the agency uses employees to implement any stage of the EEO complaint
process, does the agency hold them accountable for poor work product and/or Yes
delays during performance review? [See MD-110, Ch. 5(V)(A)]

E.1.1 Does the agency submit complaint files and other documents in the proper
format to EEOC through the Federal Sector EEO Portal (FedSEP)? [See 29 Yes
CFR § 1614.403(g)]
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- E.2 — The agency has a neutral EEO process. Measure Comments
Compliance Met?
Indicator (Yes/No/NA)
\ 4
Measures
E.2.a Has the agency established a clear separation between its EEO complaint . , .
program and its defensive function? [see MD-110, Ch. 1(IV)(D)] If “yes”, please The EEO complaint program and VA's defensive
explain. function are based in two separgte offlces.m VA
and are headed by different senior executives.
OGC plays no role in the processing of EEO
complaints, EEO counseling, investigations or the
issuance of final agency decisions. The only legal
Yes sufficiency reviews conducted by OGC are of
settlement agreements in order to ensure that the
agreement contains all necessary language, such
as the necessary waiver clause(s), language
required under the OWBPA (when age
discrimination may be at issue), payments
required by DFAS, etc. OGC’s legal sufficiency
review DOES NOT include a determination as to
whether the settlement terms themselves are
advisable.
E.2.b Whgn seeking legal sufficiency reviews, does the EEO office have access to The ORM/EEO office has dedicated subject matter
sufficient legal resources separate from the agency representative? [see MD- experts at the national and district level as team
110, Ch. 1(IV)(D)] If “yes”, please identify the source/location of the attorney Yes leaders that serve as sufficient internal legal
who conducts the legal sufficiency review in the comments column. - :
resources for sufficiency reviews.
E.2.c If the EEO office relies on the agency’s defensive function to conduct the legal
sufficiency review, is there a firewall between the reviewing attorney and the NA
agency representative? [see MD-110, Ch. 1(IV)(D)]
E.2.d Does the agency ensure that its agency representative does not intrude upon .
EEO counseling, investigations, and final agency decisions? [see MD-110, Ch. Xnder MD-110 and .recent EEOC dec_|3|ons,
1(IV)(D)] gency representatives are pot permlt_ted .to
participate the EEO counseling, investigations and
Yes final agency decisions related to an EEO
complaint. Agency representatives may also not
assist management officials in preparing affidavits,
nor are they allowed to review such affidavits
before submission to ORM.
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E.2.e If applicable, are processing time frames incorporated for the legal counsel’s
sufficiency review for timely processing of complaints? [see EEOC Report, NA
Attaining a Model Agency Program: Efficiency (Dec. 1, 2004)]
= E.3 - The agency has established and encouraged the widespread use of a Measure Comments
Compliance fair alternative dispute resolution (ADR) program. Met?
Indicator (Yes/No/NA)
$
Measures
E.3.a Has the agency established an ADR program for use during both the pre-
complaint and formal complaint stages of the EEO process? [see 29 CFR Yes
§1614.102(b)(2)]
E.3.b Does the agency require managers and supervisors to participate in ADR once it Yes
has been offered? [see MD-715, lI(A)(1)]
E.3.c Does the agency encourage all employees to use ADR, where ADR is Yes
appropriate? [see MD-110, Ch. 3(1V)(C)]
E.3.d Does the agency ensure a management official with settlement authority is Yes
accessible during the dispute resolution process? [see MD-110, Ch. 3(lI1)(A)(9)]
E.3.e Does the agency prohibit the responsible management official named in the Yes
dispute from having settlement authority? [see MD-110, Ch. 3(1)]
E.3.f Does the agency annually evaluate the effectiveness of its ADR program? [see Yes
MD-110, Ch. 3(II)(D)]
= E.4 — The agency has effective and accurate data collection systems in Measure Comments
Compliance place to evaluate its EEO program. Met?
Indicator (Yes/No/NA)
\ 4
Measures
E.4.a Does the agency have systems in place to accurately collect, monitor, and
analyze the following data:
E.4.a.1 Compilaint activity, including the issues and bases of the complaints, the
aggrieved individuals/complainants, and the involved management official? [see Yes
MD-715, II(E)]
E.4.a.2 The race, national origin, sex, and disability status of agency employees? [see Yes
29 CFR §1614.601(a)]
E.4.a.3 Recruitment activities? [see MD-715, II(E)] Yes
E.4.a.4 External and internal applicant flow data concerning the applicants’ race, Yes
national origin, sex, and disability status? [see MD-715, II(E)]
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- r—
E.4.a.5 Ig$4p;%%<?z§£2§;] of requests for reasonable accommodation? [29 CFR § VA is currently in the development phase of a RA
: No tracking system. This system should be
operational in July 2019.
E.4.a.6 The processing of complaints for the anti-harassment program? [see EEOC
Enforcement Guidance on Vicarious Employer Liability for Unlawful Harassment Yes
by Supervisors (1999), § V.C.2]
E.4.b Does the agency have a system in place to re-survey the workforce on a regular No
basis? [MD-715 Instructions, Sec. I]
= E.5 — The agency identifies and disseminates significant trends and best Measure Comments
Compliance practices in its EEO program. Met?
Indicator (Yes/No/NA)
4
Measures
E.5.a Does the agency monitor trends in its EEO program to determine whether the Trends are monitored through monthlv and
agency is meeting its obligations under the statutes EEOC enforces? [see MD- quarterly reports. For examgle shoulgreports
715, 1I(E)] If “yes”, provide an example in the comments. Yes reflect that an ORM District office is not submitting
procedural reviews timely, ORM will shuffle
resources to ensure that EEOC timeframes are
met.
E.5.b Does the agency review other agencies’ best practices and adopt them, where .
appropriate, to improve the effectiveness of its EEO program? [see MD-715, VA rewewed an(_:i adoptec_i some of the best
IE)] If “yes”, provide an example in the comments practices found in the Office of Personnel
’ ' Management (OPM) Special Emphasis Program
Management Handbook.
Also, adopted best practices from the EEOC and
Yes United States Coast Guard to streamline Reports
of Investigation while still providing a quality
product.
VA also interacts with SEPMs from other agencies
through various meetings and conferences to bring
in best practices to the VA.
E.5.c Does the agency compare its performance in the EEO process to other federal Yes

agencies of similar size? [see MD-715, II(E)]

Essential Element F: RESPONSIVENESS AND LEGAL COMPLIANCE
This element requires federal agencies to comply with EEO statutes and EEOC regulations, policy guidance, and other written instructions.
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- F.1 — The agency has processes in place to ensure timely and full Measure Comments
Compliance compliance with EEOC Orders and settlement agreements. Met?
Indicator (Yes/No/NA)
\ 4
Measures
F.1.a Does the agency have a system of management controls to ensure that its
officials timely comply with EEOC orders/directives and final agency actions? Yes
[see 29 CFR §1614.102(e); MD-715, 11(F)]
F.1.b Does the agency have a system of management controls to ensure the timely,
accurate, and complete compliance with resolutions/settlement agreements? Yes
[see MD-715, lI(F)]
Fi.c Are there procedures in place to ensure the timely and predictable processing of Yes
ordered monetary relief? [see MD-715, II(F)]
F.1.d Are procedures in place to process other forms of ordered relief promptly? [see Yes
MD-715, II(F)]
F.1.e When EEOC issues an order requiring compliance by the agency, does the
agency hold its compliance officer(s) accountable for poor work product and/or Yes
delays during performance review? [see MD-110, Ch. 9(IX)(H)]
S F.2 — The agency complies with the law, including EEOC regulations, Measure Comments
Compliance management directives, orders, and other written instructions. Met?
Indicator (Yes/No/NA)
¥
Measures
F.2.a Does the agency timely respond and fully comply with EEOC orders? [see 29 Yes
CFR §1614.502; MD-715, II(E)]
F.2.a1 When a complainant requests a hearing, does the agency timely forward the
investigative file to the appropriate EEOC hearing office? [see 29 CFR Yes
§1614.108(g)]
F.2.a.2 When there is a finding of discrimination that is not the subject of an appeal by
the agency, does the agency ensure timely compliance with the orders of relief? Yes
[see 29 CFR §1614.501]
F.2.a.3 When a complainant files an appeal, does the agency timely forward the
investigative file to EEOC’s Office of Federal Operations? [see 29 CFR Yes
§1614.403(e)]
F.2.a4 Pursuant to 29 CFR §1614.502, does the agency promptly provide EEOC with Yes

the required documentation for completing compliance?
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- F.3 - The agency reports to EEOC its program efforts and Measure Comments
Compliance | accomplishments. Met?
Indicator (Yes/No/NA)
4
Measures

F.3.a Does the agency timely submit to EEOC an accurate and complete No FEAR Yes

Act report? [Public Law 107-174 (May 15, 2002), §203(a)]
F.3.b Does the agency timely post on its public webpage its quarterly No FEAR Act Yes

data? [see 29 CFR §1614.703(d)]
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MD-715 - Part H

Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G-B.4.a.2

VA does not have sufficient funding or qualified staffing to successfully
conduct a thorough barrier analysis of its workforce.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/ddlyyyy) (mm/ddlyyyy) (mm/ddlyyyy)
Provide funding for barrier analysis
10/01/2018 | workgroup to conduct barrier 12/31/2019 12/31/2019
analysis.
10/01/201g | Hire additional staff skilled in EEO 03/31/2020 | 12/31/2020
and barrier analysis.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes
and Inclusion
Management and Program Analyst Ryan Pugh Yes
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Planned Activities Toward Completion of Objective

Target Fsl:‘nfg::rlnen; Modified | Completion
Date Planned Activities Staffing Py Date Date
(mm/ddlyyyy) es or ,?o') (mmiddlyyyy) | (mm/ddiyyyy)
09/30/2019 Reque_st fundjng to conduct at least 1 barrier No 09/30/2019
analysis per fiscal year.

12/31/2019 Provide funding for barrigr analysis workgroup No 12/31/2019
to conduct barrier analysis.

03/31/2020 :;g;scii;jltmnal staff skilled in EEO and barrier No 12/31/2020

Report of Accomplishments

Fiscal Year Accomplishments
2019 In FY 2019, the request for funding to conduct an annual barrier analysis
was approved and provided in FY 2020.
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Brief Description of Program Deficiency

Deficiency
There is insufficient staffing to timely process and comply with final
Part G-B.4.a.3 agency decisions (FAD). Also, there is insufficient staffing to timely,
E.1.h thoroughly, and fairly process EEO complaints, including EEO

counseling, case management, and investigations.

Objective(s) and Dates for EEO Plan

Discrimination Complaint Adjudication

Date Target Date Modified Date
Initiated Objective (mm%dd, ) Date Completed
(mmiddlyyyy) wyy (mmiddlyyyy) | (mmiddiyyyy)
07/10/2018 | Hire additional staff to process FADs. 02/28/2019 06/30/2020
Hire additional staff to review and
12/13/2018 | comply with FADs related to disability | 12/31/2020
discrimination.
Hire additional staff to proactively
10/01/2019 | resolve complaints at the lowest 01/15/2020
level.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Director, Office of Employment Maxanne Witkin Yes
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the proper forum and to resolve complaints at
the informal stage.

Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes
and Inclusion
Director, Management Services MaryKay Collins Yes
Planned Activities Toward Completion of Objective
Target FS Ufz'?'en; Modified | Completion
Date Planned Activities Sutgffli:g‘7 Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)
09/28/2018 | Backfill three staff attorney positions. Yes 11/05/2018 | 10/25/2019
Hire two additional staff attorneys to write
01/01/2019 | FADs and one support staff employee to Yes 06/25/2020
process FADs.
02/28/2019 | Explore contracting out FADs. Yes 04/05/2019
01/23/2025 | Contract out draft FADs. Yes
01/15/2020 | Backfill all District administrative positions. Yes
02/01/2020 _Hire tv_vo additional Inves_tigators per District to Yes
investigate EEO complaints
03/01/2020 Hire? one additio_nal meglia_tor per District to Yes
assist with off-site mediation.
Hire additional counselors in each District to
04/01/2020 assist with the 1-800 line that triages callers to Yes
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Sufficient

FADs related to disability discrimination.

Target Fundina & Modified | Completion
Date Planned Activities Sutre;fflirr‘\g‘? Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)

12/31/2020 Hire additional staff to review and comply with Yes

Report of Accomplishments

Fiscal Year

Accomplishments

2018

Overall, VA received 1,660 requests for decisions, a 45% increase from
FY 2017. VA closed 1,248 of these cases, which is an 11% increase from
FY 2017. Efforts to prioritize cases where complainants requested a FAD
resulted in an 18% increase in the number of timely issued FADs. VA
increased the number of timely issued FADs where complainants
requested a FAD despite a 45% increase in overall cases received and the
inability to back-fill attorney positions in FY 2018.

2019

remains low at less than .5%.

In FY 2019, there was a 36% increase in case receipts for OEDCA.
OEDCA backfilled staff attorney positions, triaged cases and contracted
out cases for draft FADs to another agency. Despite the increase in case
receipts, OEDCA'’s case production increased and OEDCA'’s reversal rate
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MD-715 — Part H

Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G-B.4.a.8
programs.

There is insufficient staffing to effectively administer the special emphasis

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/dd/yyyy) (mm/dd/yyyy) (mm/ddlyyyy)
12/07/2018 Incregse stafﬁng_ for Departmental 12/31/2020
Special Emphasis Programs.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes
and Inclusion
Director, Outreach and Retention Karen M. Basnight No
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Planned Activities Toward Completion of Objective

Sufficient
Funding Modified | Completion
Target Date Planned Activities & Date Date
(mm/ddlyyyy)
Staffing? | (mm/ddlyyyy) | (mm/ddiyyyy)
(Yes or No)
Obtain approval for additional full-
06/30/2020 time equivalents (FTE). No
Fill 2 Special Emphasis Program
12/31/2020 (SEP) vacancies that VA currently No
has.
Fill all remaining vacancies to ensure
12/31/2020 effective, efficient, and well-managed No
SEPs.
Report of Accomplishments
Fiscal Year Accomplishments

An individual who completed a rotational assignment in the Office of
Diversity and Inclusion through OPM’s Presidential Management Fellows
Program was later converted to a career appointment. Subsequently, the
2019 L . " -
individual was assigned to the position of Program Specialist and serves
as the Departmental American Indian and Alaska Native Program
Manager and the Federal Women’s Program Manager.
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G-B.4.a.10 .
accommodation program.

There is insufficient staffing to effectively manage the reasonable

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/ddlyyyy) (mm/ddlyyyy) (mm/ddlyyyy)
12/13/2018 Hire additional staff to support the 12/31/2020
reasonable accommodation program.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes
and Inclusion
Chief of Reasonable Accommodation Andreé Sutton Yes
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Planned Activities Toward Completion of Objective

Sufficient

Target Funding & Modified | Completion
Date Planned Activities S:‘tgfflirr:g7 Date Date
(mm/ddlyyyy) (Yes or No') (mm/ddlyyyy) | (mm/ddlyyyy)

12/31/2020 Hire additional staff to support all aspects of No

the reasonable accommodation program.

Report of Accomplishments

Fiscal Year Accomplishments
The Reasonable Accommodation Staff Office (RASO) hired a
2019 management analyst to aid in the development of the system and monitor

and track RA data once the system is developed.
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G-B.4.a.11

There is insufficient staffing to effectively manage the monitoring of
compliance with EEOC orders.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/dd/yyyy) (mm/dd/yyyy) (mm/ddlyyyy)
Hire additional staff to support the
07/01/2019 | Office of Resolution Management, 12/31/2020
Office of Policy and Compliance.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes
and Inclusion
Chief of Policy and Compliance William Preston Yes
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Planned Activities Toward Completion of Objective

Sufficient

Target Fundina & Modified | Completion
Date Planned Activities S:‘tg fflirrIlg ” Date Date
(mm/ddlyyyy) (Yes or No.) (mm/ddlyyyy) | (mm/dd/yyyy)

12/31/2020 Hire additional staff to support all aspects of No

EEOC compliance and compliance monitoring.

Report of Accomplishments

Fiscal Year

Accomplishments
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the
EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type o_f l_’rogram Brief Description of Program Deficiency
Deficiency

Due to the absence of a barrier analysis workgroup, neither senior

Part G-B.6.b Dalt S : _ _
B.6.c managers nor the HR office in VA participate in the barrier analysis
Cded process or the development of agency EEO action plans.

Objective(s) and Dates for EEO Plan

Date T t Dat Modified Date
Initiated Objective (:;g}gdl a()a Date Completed
(mm/ddlyyyy) wyy (mm/ddlyyyy) | (mmiddiyyyy)

Collaborate with the HR office to
10/01/2018 | identify and remove barriers to equal 09/30/2019 12/31/2020
opportunity in the workplace.

Have senior managers participate in 09/30/2020 12/31/2020

10/01/2018 : :
the barrier analysis process.

Responsible Official(s)

Performance
Standards
Title Name Address the

Plan?
(Yes or No)

Management and Program Analyst Ryan Pugh Yes

Deputy Assistant Secretary for

Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes

and Inclusion
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Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief Human Capital Officer Tracey Therit No
Planned Activities Toward Completion of Objective
Target FSUfZFIen;‘ Modified | Completion
Date Planned Activities Sutgfflirr:g'? Date Date
(mm/ddlyyyy) (Yes or N o') (mm/ddlyyyy) | (mmi/ddlyyyy)
Invite representatives from HR to participate in
06/28/2019 the MD-715 quarterly stakeholder's meetings. Yes 06/28/2019
Invite senior managers, from the appropriate
07/31/2019 | offices, and HR officials to participate on the Yes 12/31/2020
barrier analysis workgroup.
09/30/2019 \n/]/zgr;rlllghold a MD-715 quarterly stakeholder’s Yes 09/30/2019

Report of Accomplishments

Fiscal Year

Accomplishments

2019

created in FY 2020.

VA’s HR Office will participate on the Barrier Analysis workgroup when it is
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MD-715 — Part H

Agency EEO Plan to Attain

Please describe the status of each plan that
EEO program.

the Essential Elements of a Model EEO
Program

the agency has implemented to correct deficiencies in the

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

PatG-C.2.a4

The EEO office does not inform the anti-harassment program of all EEO
counseling activity alleging harassment.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%d,yyyy) Date Completed
(mm/ddlyyyy) (mm/ddlyyyy) (mm/ddlyyyy)
Implement a process by which the
EEO office will inform the anti-
12/19/2018 | harassment program of all EEO 06/28/2019 07/17/2019
counseling activity alleging
harassment.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief of Harassment Prevention Denene Burnette No
Program
Business Operations Director Dan Malloy No
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Planned Activities Toward Completion of Objective

Target I§ ufgleen;‘ Modified | Completion
Date Planned Activities S”t:ﬁ'i:g,, Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)

Meet with Business Operations to go over
03/01/2019 | requirements for the EEO harassment Yes 04/25/2019
complaints report.
03/29/2019 | Develop the report. Yes 07/17/2019
06/28/2019 | Begin receiving the report monthly. Yes 05/03/2019

Report of Accomplishments

Fiscal Year Accomplishments
The Harassment Prevention Program (HPP) office is aware of all EEO
counseling activity alleging harassment. HPP developed a SharePoint
2019 tracking system that allows the EEO department to notify HPP of all

harassment claims and to report trends that show where allegations of
harassment activity are occurring VA-wide. Additionally, HPP began
receiving data reports ahead of its target date.
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G—-C.2.a.5

process.

VA does not have a system to track whether the agency conducts prompt
inquiries of harassment allegations initially raised in the EEO complaint

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd, ) Date Completed
(mm/ddlyyyy) vy (mm/dd/yyyy) (mm/dd/yyyy)
Create a program that will track
12/19/2018 | Processing time to cor_1duct an inquiry 09/30/2021
of harassment allegations raised in
the EEO complaint process.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief of Harassment Prevention Denene Burnette No
Program
Business Operations Director Dan Malloy No
Planned Activities Toward Completion of Objective
Target I§ Ufg?'e";‘ Modified | Completion
Date Planned Activities S”t:ff'i:g,, Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)
05/31/2019 Mee’g with Business Operations t_o review Yes 05/31/2019
requirements for the Response time report.
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Target I§ ufggen;‘ Modified | Completion
Date Planned Activities S:ltgfflirrllg? Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)
09/30/2021 | Develop the report. Yes
09/30/2021 | Begin receiving the report monthly. Yes

Report of Accomplishments

Fiscal Year

Accomplishments
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

PartG-C.2b.2 EEO Director.

VA does not have a firewall between the RA Program Manager and the

Objective(s) and Dates for EEO Plan
Date FSuu:g::rl‘ené Target Modified Date
Initiated Objective St affing’? Date Date Completed
(mmi/ddlyyyy) (Yes or No) (mm/ddlyyyy) | (mm/ddlyyyy) | (mm/ddlyyyy)
Establish firewall between RA
02/12/2020 | Program Manager and the EEO No 04/03/2020
Director.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief of Reasonable Accommodation Andreé Sutton No
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson No
and Inclusion
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Planned Activities Toward Completion of Objective

T t Dat Modified Completion
(:,:3: o a ? Planned Activities Date Date
vy (mm/ddlyyyy) (mm/dd/yyyy)

Identify the firewall needed between the RA Program
02/28/2020 Manager and the EEO Director.

03/31/2020 | Implement the firewall.

Report of Accomplishments

Fiscal Year Accomplishments
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Brief Description of Program Deficiency

Deficiency
Part G- C.2.b.5 There is no system in place to accurately collect, monitor, and analyze
E.4.a5 the processing of all accommodation requests.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm% ddyyyy) Date Completed
(mm/ddlyyyy) (mm/ddlyyyy) (mm/ddlyyyy)
Deploy a standardized system to
12/13/2018 | track reasonable accommodation 07/31/2019 12/31/2020
requests across the VA.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief of Reasonable Accommodation Andreé Sutton Yes
Business Operations Director Dan Malloy Yes
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Planned Activities Toward Completion of Objective

Sufficient
Funding Modified | Completion
Target Date Planned Activities & Date Date
(mm/ddlyyyy)
Staffing? | (mm/ddlyyyy) | (mm/dd/yyyy)
(Yes or No)
Develop an enterprise-wide system
05/31/2019 to track reasonable accommodation No 02/28/2020
requests.
06/28/2019 Test the system. No 07/01/2020
07/31/2019 Deploy the system. No 12/31/2020

Report of Accomplishments

Fiscal Year Accomplishments
2018 VA has gathered system requirements and established rules regarding
mandatory usage of system.
2019 The RASO hired a management analyst to aid in the development of the
system and monitor and track RA data once the system is developed.
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MD-715 — Part H

Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G- C.2.c.1

Procedures for processing requests for personal assistance services
(PAS) are not posted on VA'’s public website.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/ddlyyyy) (mm/ddlyyyy) (mm/ddlyyyy)
10/01/2018 | POSt PAS procedures on VA's public | 5g/305019 | 02/17/2020
website.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chie!c of Reasonable Accommodation Andreé Sutton Yes
Services
Communications Specialist Yvonne Rannels Yes
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Planned Activities Toward Completion of Objective

Target FS ufgglen;‘ Modified | Completion
Date Planned Activities S:‘tgfflirr:g7 Date Date
(mm/ddlyyyy) (Yes or No') (mm/ddlyyyy) | (mm/ddlyyyy)
Direct Assistant Secretary for Human

06/28/2019 Resoqrces and Admlnlstratlon/Qperat|ons, Yes 02/01/2020
Security, and Preparedness to sign off on the
personal assistance services procedures.

09/30/2019 | Post procedures on VA’s public website. Yes 02/17/2020

Report of Accomplishments

process.

Fiscal Year Accomplishments
Content contained on the VA Pulse Community of Practice provides RA
specific policy guidance, operational procedures, blogs, presentations, and
2019 additional resource available for in-service trainings, and individual access

for supervisors and managers to garner knowledge regarding the RA
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G- C.3.a
C.3.b.1
C.3.b.2
C.3.b.3
C.3.b4
C.3.b.5
C.3.b.6
C.3b.7
C.3.b.8
C.3.b.9

All managers and supervisors do not have an element in their
performance appraisals that evaluates their commitment to agency EEO
policies and principles and their participation in the EEO program.
Therefore, rating officials do not evaluate them on such.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd, ) Date Completed
(mm/ddlyyyy) vy (mm/ddlyyyy) (mm/ddlyyyy)
Update all manager’s and
10/01/2018 | supervisor’s performance plans with 10/01/2019 10/01/2020
an EEO element.
Require all rating officials to evaluate
10/01/2018 | all managers and supervisors on the 09/30/2020 09/30/2021
EEO element.
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Responsible Official(s)

Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Assistant Secretary for Human
Resources and . .
Administration/Operations, Security, and Daniel R. Sitterly Yes
Preparedness
Chief Human Capital Officer Tracey Therit Yes
Acting Director, Employee Relations and Jennifer A. Havek Yes
Performance Management Service -ray
Executive Director, Corporate Senior Carrie Johnson-Clark Yes
Executive Management Office
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson Yes
and Inclusion
Director, Workforce Analysis Ryan Pugh Yes
Planned Activities Toward Completion of Objective
Sufficient
Funding Modified | Completion
Target ate Planned Activities P Date Doto
wy Staffing? | (mm/ddlyyyy) | (mm/ddiyyyy)
(Yes or No)
Develop mandatory language to
06/28/2019 include in all manager's and Yes | 06/30/2020
supervisor’s performance plans
under an EEO element.
07/31/2019 Obtain senior leadership approval of Yes 07/31/2020
the language.
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Sufficient
Funding Modified | Completion
{3;%:;,33;? Planned Activities & Date Date
Staffing? | (mm/ddlyyyy) | (mm/dd/yyyy)
(Yes or No)
Place EEO element into manager’s
10/01/2019 and supervisor’s performance plans Yes 10/01/2020
enterprise-wide.
10/01/2019 Update HR guidance mandating the Yes 10/01/2020
EEO element enterprise-wide.
Update HR guidance for rating
10/01/2019 officials to evaluate managers and Yes 10/01/2020
supervisors on their performance
under the EEO element.
Provide training for managers and
12/31/2019 supervisors on what is required from Yes 06/30/2021
the EEO element.
Provide training for rating officials on
12/31/2019 what to look for when rating Yes | 06/30/2021
managers and supervisors on the
EEO element.
09/30/2020 Evaluate all managers and Yes | 09/30/2021

supervisors on the EEO element.

Report of Accomplishments

Fiscal Year Accomplishments
The SES cadre has an element in their performance plans that evaluates
2018 their commitment to agency EEO policies and principles and their

managers and supervisors.

participation in the EEO program. VA is working to implement this for all
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

[ If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Brief Description of Program Deficiency

Deficiency
VA has not established timetables/schedules to review, at regular
intervals, its merit promotion program, employee recognition awards
program, employee development/training programs, and
PartG-C.4.b management/personnel policies, procedures, and practices for systemic
B-g-b barriers that may be impeding full participation by all EEO groups.
2.c

In addition, VA does not consider whether any group of employees or
applicants may be negatively impacted prior to making human resource
decisions, such as reorganizations and realignments.

Objective(s) and Dates for EEO Plan

Date

Initiated
(mm/ddlyyyy)

Objective

Target Date
(mm/ddlyyyy)

Modified

Date
(mm/dd/yyyy)

Date

Completed
(mm/ddlyyyy)

Establish a timetable to review merit
promotion program, employee
recognition awards program,
employee development/training
programs, and
management/personnel policies,
procedures, and practices for
systemic barriers that may be
impeding full participation by all EEO
groups at regular intervals.

10/01/2018

09/30/2019

10/09/2018

Establish a way to examine the
impact of management/personnel
policies, procedures, and practices
by race, national origin, sex, and
disability.

10/01/2018

09/30/2020

Review human resource decisions to
see if any group of employees or

10/01/2018

09/30/2020
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Date Target Date Modified Date
Initiated Objective (mm%dd, ) Date Completed
(mm/dd/yyyy) wyy (mm/dd/yyyy) (mm/ddlyyyy)
applicants might be negatively
impacted.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Assistant Secretary for Human
Resources and . .
Administration/Operations, Security, and Daniel R. Sitterly Yes
Preparedness
Deputy Assistant Secretary for
Resolution Management and Acting
Executive Director, Office of Diversity Harvey W. Johnson No
and Inclusion
Chief Human Capital Officer Tracey Therit No
Planned Activities Toward Completion of Objective
Target FS ufgleen; Modified | Completion
Date Planned Activities Sutgfflirrllg‘7 Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)
VA will establish a timetable/schedule to
review merit promotion program, employee
09/30/2019 | 'éS0gnition awards program, employee Yes 10/09/2018
development/training programs, and
management/personnel policies, procedures,
and practices at regular intervals.
VA will establish a Diversity and Inclusion
09/30/2019 | Impact Analysis workgroup to conduct pre- Yes | 09/30/2020
decisional analyses on policies, actions, and
decisions.
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Sufficient

Analysis workgroup prior to becoming
effective.

Target Fundina & Modified | Completion
Date Planned Activities Sutra:fflirr‘ng‘7 Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)

VA will distribute a memo enterprise-wide
requiring policies, actions, and decisions to be
09/30/2019 | reviewed by the Diversity and Inclusion Impact Yes 09/30/2020

Report of Accomplishments

issuance to ensure it reflects current policies and procedures.

Fiscal Year Accomplishments
VA issued Directive 0999 which states that all VA directives (policies) and
2019 handbooks (procedures) must be recertified/reviewed within 5 years of
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MD-715 - Part H

Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G-C.4.c

The EEO office does not have timely access to accurate and complete
data (e.g., demographic data for workforce, training programs, etc.)
required to prepare the MD-715 workforce data tables.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd, ) Date Completed
(mm/ddlyyyy) vy (mm/dd/yyyy) (mm/dd/yyyy)
10/01/2018 ((;:t;rect inaccuracies in HR current 03/31/2020
Ensure the EEO office has the
10/01/2018 | required data needed for the MD-715 09/30/2021
data tables and report.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Associate Deputy Assistant Secretary
for Human Resources Systems and Joseph Thele Yes
Analytics
Management and Program Analyst Ryan Pugh Yes
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report.

Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Lead, Management and Program
Analyst with VHA Support Service Scott Schimetz Yes
Center
Execut!ve Director, Corpora!te Senior Carrie Johnson-Clark No
Executive Management Office
Planned Activities Toward Completion of Objective
Target FS Ufz'?'en; Modified | Completion
Date Planned Activities Sutgfflirrllg‘7 Date Date
(mm/ddlyyyy) (Yes or No.) (mm/dd/yyyy) | (mm/dd/yyyy)
Identify and discuss MD-715 data
09/30/2019 | requirements to include career development Yes 02/28/2020
opportunities housed at the department level.
09/30/2019 _Conducte_l Ne_ltlonal campaign to clean up Yes 09/30/2019
inaccuracies in current HR data.
Discuss a mechanism that can be used to
03/31/2020 collect the required data for the MD-715 report. Yes
09/30/2020 | Implement the chosen mechanism. Yes
09/30/2021 Receive data from the system for the MD-715 Yes

Report of Accomplishments

Fiscal Year

Accomplishments
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FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G- C.4.e.2

The HR office does not collaborate with the EEO office regarding

outreach and recruiting initiatives.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/dd/yyyy) (mm/dd/yyyy) (mm/ddlyyyy)
Increase collaboration between HR
12/07/2018 | and EEO regarding outreach and 09/30/2020 09/30/2019
recruiting initiatives.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief Human Capital Officer Tracey Therit No
Director, Outreach and Retention Karen M. Basnight No
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Planned Activities Toward Completion of Objective

Target FS ufgglen;‘ Modified | Completion
Date Planned Activities S:thfflirr:g7 Date Date
(mm/ddlyyyy) (Yes or N o') (mm/ddlyyyy) | (mmi/ddlyyyy)

Conduct a meeting between HR and EEO
06/28/2019 | regarding support for outreach and recruitment Yes 06/28/2019
initiatives.
09/30/2019 | Create a plan to increase the collaboration. Yes 06/28/2019
09/30/2020 | Implement the plan. Yes 06/28/2019

Report of Accomplishments

Fiscal Year Accomplishments
VA'’s Office of Diversity and Inclusion staff participated in diversity outreach
with external affinity organizations and colleges/universities whereby,
2019 human resources staff was engaged for various events to collaborate on

Veterans benéefits, etc.

providing audiences with materials pertaining to career opportunities,
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Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G—-C.4.e5

The EEO office does not collaborate with the HR office to assist in
preparing the MD-715 report.

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/dd/yyyy) (mm/dd/yyyy) (mm/ddlyyyy)
Ensure representatives from the HR
10/01/2018 | office assist in preparing the MD-715 09/30/2019 09/30/2019
report.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Chief Human Capital Officer Tracey Therit No
Management and Program Analyst Ryan Pugh Yes
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Planned Activities Toward Completion of Objective

Sufficient

Target Fundina & Modified | Completion
Date Planned Activities S:‘tn ffl_ng 5 Date Date
(mm/ddlyyyy) (Yeas ;:1,?0') (mmiddlyyyy) | (mm/ddiyyyy)
Identify the correct points of contact (POC) to

07/31/2019 | participate in the quarterly MD-715 Yes 07/31/2019
stakeholder’'s meetings.

08/30/2019 InV|te_ POCs to the MD-715 stakeholder’s Yes 08/30/2019
meetings.

09/30/2019 | Schedule a MD-715 stakeholder’s meeting. Yes 09/30/2019

Report of Accomplishments

Fiscal Year Accomplishments
The HR Office is actively involved in preparing the MD-715 report. The
2019 EEO Office has a meeting with the HR Office every year to complete the

stakeholder meetings.

MD-715 report. The HR Office is also apart of the MD-715 quarterly
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the
EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

VA does not conduct exit interviews that include questions regarding how
Part G-D.1.c the agency could improve the recruitment, hiring, inclusion, retention, and
advancement of individuals with disabilities.

Objective(s) and Dates for EEO Plan

Date T t Dat Modified Date
Initiated Objective (::rrn%gd, a? Date Completed
(mm/ddlyyyy) wyy (mm/ddlyyyy) | (mmiddiyyyy)

Create and implement an exit survey
that includes questions aimed at
10/01/2018 | figuring out ways we can improve 07/01/2019 08/01/2019
inclusion, retention, and
advancement efforts of individuals
with disabilities.

Responsible Official(s)

Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Acting D|_rector, Human Capital Systems Crystal Cruz Yes
and Services
Dlrecto_r, Workforce Planning and Lisa Charette Yes
Analysis
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Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Lead, Management and Program
Analyst with VHA Support Service Scott Schimetz Yes
Center
Planned Activities Toward Completion of Objective
Sufficient
Funding Modified | Completion
Target Date Planned Activities & Date Date
(mm/ddlyyyy)
Staffing? | (mm/ddlyyyy) | (mm/dd/yyyy)
(Yes or No)
03/01/2019 Edit/Update the current VA exit Yes 03/01/2019
survey.
05/24/2019 Ob_taln senior leaders, OG_C, and the Yes 05/24/2019
Unions approval of the exit survey.
07/01/2019 Place the new exit survey in Yes 08/01/2019
production.

Report of Accomplishments

Fiscal Year Accomplishments
The initial draft of the project charter for the VA Entrance and Exit Survey
2018 o :
Content Revision Project was created.
2019 The exit survey has been updated and placed into production.
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MD-715 - Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the

EEO program.

L If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

Part G-E.4.b g
regular basis.

VA does not have a system in place to re-survey the workforce on a

Objective(s) and Dates for EEO Plan

Date Target Date Modified Date
Initiated Objective (mm%dd/yyyy) Date Completed
(mm/ddlyyyy) (mm/ddlyyyy) (mm/ddlyyyy)
10/01/2018 Implement a mechanism to resurvey 03/31/2021
the workforce on a regular basis.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Associate Deputy Assistant Secretary
for Human Resources Systems and Joseph Thele No
Analytics
Director, Outreach and Retention Karen M. Basnight No
Management and Program Analysis Ryan Pugh No
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Planned Activities Toward Completion of Objective

Sufficient
Funding Modified | Completion
{;L%gngat? Planned Activities & Date Date
wy Staffing? | (mm/ddlyyyy) | (mm/ddiyyyy)
(Yes or No)

Develop an electronic self-reporting
tool for employees to verify and
10/01/2020 change their race, ethnicity, gender, Yes
and disability status that functions
within HR Smart.

03/31/2021 Implement the self-reporting tool. Yes

Report of Accomplishments
Fiscal Year Accomplishments
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MD-715 — Part |

Agency EEO Plan to Eliminate Identified Barrier

Please describe the status of each plan that the agency implemented to identify possible barriers in policies,
procedures, or practices for employees and applicants by race, ethnicity, and gender.

[ If the agency did not conduct barrier analysis during the reporting period, please check the box.

Statement of Condition That Was a Trigger for a Potential Barrier:

Source of Specific . o .
the Trigger Workforce Narrative Description of Trigger
Data Table
Workforce Less than expected participation rates for Hispanig males (3.14%) and
Data Table Table A1 females (3.81%) when compared to the relevant civilian labor force
(RCLF) (8.82% and 6.01%, respectively).

EEO Group(s) Affected by Trigger

EEO Group

Affected by Trigger?

(Yes or No)
All Men No
All Women No
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males No
White Females No
Black or African American Males No
Black or African American Females No
Asian Males No
Asian Females No
Native Hawaiian or Other Pacific Islander Males No
Native Hawaiian or Other Pacific Islander Females No
American Indian or Alaska Native Males No
American Indian or Alaska Native Females No
Two or More Races Males No
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Affected by Trigger?
EEO Group (Yes or No)
Two or More Races Females No

Barrier Analysis Process

Source
Sources of Data Reviewed? Identify Information Collected
(Yes or No)

Less than expected participation rates for Hispanic
males (3.14%) and females (3.81%) when compared
to the RCLF (8.82% and 6.01%, respectively).

Workforce Data Tables Yes
Hispanic males (2.86%) and females (3.92%) have
less than expected hiring rates when compared to
their RCLF.

Complaint Data (Trends) No

Grievance Data (Trends) No

Findings from Decisions

(e.g., EEO, Grievance, No

MSPB, Anti-Harassment

Processes)

Climate Assessment Survey No

(e.g., FEVS)

Exit Interview Data No

Focus Groups No

Interviews No

Reports (e.g., Congress, No

EEOC, MSPB, GAO, OPM)

Other (Please Describe) No

Status of Barrier Analysis Process
Barrier Analysis Process Completed? Barrier(s) Identified?
(Yes or No) (Yes or No)
No No
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Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

The specific policy, procedure, or practice causing the less than expected participation rates for
Hispanic males and females is currently not known. Further analysis is needed.

Objective(s) and Dates for EEO Plan

Date Target sl:j:gfr:en; Modified Date
Objective Initiated Date Staffin?;" Date Completed
(mm/dd/yyyy) | (mm/dd/yyyy) (Yes or No) (mm/dd/yyyy) | (mm/dd/yyyy)
Complete a barrier analysis
to identify the specific policy, | 45/34/501g | 09/30/2020 No 09/30/2021
procedure, or practice that
could be causing this trigger.
Responsible Official(s)
Performance Standards
Title Name Address the Plan?
(Yes or No)
Director, Outreach and Retention Karen M. Basnight No
Management and Program Analyst Ryan Pugh Yes
Planned Activities Toward Completion of Objective
Sufficient
Funding Modified Completion
(:1?; 9ot 15;;?!) Planned Activities & Date Date
Staffing? | (mm/ddlyyyy) | (mm/dd/yyyy)
(Yes or No)
09/30/2019 VA V\{I|| establish a barrier analysis Yes 09/30/2020
working group.
VA'’s Barrier Analysis Working Group
will conduct a thorough investigation of
06/30/2020 relevgnt policies, pr_ocedures, and No 06/30/2021
practices to determine the causes of the
identified disparities with Hispanic
males and females.
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Target Date
(mm/dd/yyyy)

Sufficient

Funding
Planned Activities &

(Yes or No)

Modified
Date

Staffing? | (mm/dd/yyyy)

Completion
Date
(mm/dd/yyyy)

VA’s Barrier Analysis Working Group
09/30/2020 | will devise a plan to eliminate the Yes 09/30/2021
identified barrier.

Report of Accomplishments

Fiscal Year

Accomplishments

2018

VA participated in the League of United Latin American Citizens (LULAC)
Federal Training Institute Partnership. Training included workshops that
focused on leadership development, management skills, and competencies
that are linked to the Executive Core Qualifications. Senior leaders also
participated and volunteered as mentors in the SES Roundtable Discussion

& Speed Mentoring Session.

In addition, VA also participated in LULAC’s 89th Annual National

Convention and Exposition.
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MD-715 - Part |
Agency EEO Plan to Eliminate Identified Barrier

Please describe the status of each plan that the agency implemented to identify possible barriers in policies,
procedures, or practices for employees and applicants by race, ethnicity, and gender.

[ If the agency did not conduct barrier analysis during the reporting period, please check the box.

Statement of Condition That Was a Trigger for a Potential Barrier:

Source of Specific
the Trigaer Workforce Narrative Description of Trigger
99 Data Table
Less than expected participation rates for Hispanic males and females
Workforce (2.39% and 0.53%, respectively), White and Black females (26.86% and

Table A4 5.59%, respectively), Asian males and females (1.60% and 1.33%),
Native Hawaiian or Other Pacific Islander males (0.00%), and American
Indian or Alaska Native females (0.80%) in the Senior Executive Service.

Data Tables

EEO Group(s) Affected by Trigger

EEO Group Affectggsbtx I;;gger?
All Men No
All Women No
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males No
White Females Yes
Black or African American Males No
Black or African American Females Yes
Asian Males Yes
Asian Females Yes
Native Hawaiian or Other Pacific Islander Males Yes
Native Hawaiian or Other Pacific Islander Females No
American Indian or Alaska Native Males No
American Indian or Alaska Native Females Yes
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Affected by Trigger?
EEO Group (Yes or No)
Two or More Races Males No
Two or More Races Females Yes

Barrier Analysis Process

Source
Sources of Data Reviewed? Identify Information Collected
(Yes or No)

Less than expected participation rates for Hispanic
males and females (2.39% and 0.53%, respectively),
White and Black females (26.86% and 5.59%,

Workforce Data Tables Yes respectively), Asian males and females (1.60% and
1.33%), Native Hawaiian or Other Pacific Islander males
(0.00%), and American Indian or Alaska Native females
(0.80%) in the Senior Executive Service.

Complaint Data (Trends) No

Grievance Data (Trends) No

Findings from Decisions

(e.g., EEO, Grievance, No

MSPB, Anti-Harassment

Processes)

Climate Assessment Survey No

(e.g., FEVS)

Exit Interview Data No

Focus Groups No

Interviews No

Reports (e.g., Congress, No

EEOC, MSPB, GAO, OPM)

Other (Please Describe) No

Status of Barrier Analysis Process

Barrier Analysis Process Completed?
(Yes or No)

Barrier(s) Identified?
(Yes or No)

No

No
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Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

The specific policy, procedure, or practice causing the less than expected participation rates in the
Senior Executive Service is currently not known. Further analysis is needed.

Objective(s) and Dates for EEO Plan

Date Target sl:j:gfr:en; Modified Date
Objective Initiated Date Staffin?;" Date Completed
(mm/dd/yyyy) | (mm/dd/yyyy) (Yes or No) (mm/dd/yyyy) | (mm/dd/yyyy)
Complete a barrier analysis
to identify the specific policy, | 45312018 | 9/30/2020 No 09/30/2022
procedure, or practice that
could be causing this trigger.
Responsible Official(s)
Performance Standards
Title Name Address the Plan?
(Yes or No)
Execut!ve Director, Corpora!te Senior Carrie Johnson-Clark No
Executive Management Office
Management and Program Analyst Ryan Pugh Yes
Director, Outreach and Retention Karen M. Basnight No
Planned Activities Toward Completion of Objective
Sufficient
Funding Modified Completion
(;‘;‘Y" 9ot lDate) Planned Activities & Date Date
yyyy Staffing? | (mm/ddlyyyy) | (mm/dd/yyyy)
(Yes or No)
09/30/2019 VA V\{lll establish a barrier analysis Yes 09/30/2021
working group.
VA’s Barrier Analysis Working Group
06/30/2020 | will conduct a thorough investigation of No 06/30/2022
relevant policies, procedures, and
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Sufficient
Funding Modified Completion
(;a"';?:; /5;;?,) Planned Activities & Date Date

Staffing? | (mm/dd/yyyy) | (mm/dd/yyyy)
(Yes or No)

practices to determine the causes of the

identified disparities.

VA'’s Barrier Analysis Working Group

09/30/2020 | will devise a plan to eliminate the Yes 09/30/2022
identified barrier.

Report of Accomplishments

Service Candidate Development Program.

Fiscal Year Accomplishments
Information was disseminated throughout VA to the Diversity Council and
2018 Special Emphasis distribution groups regarding the Senior Executive
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MD-715 - Part J

Special Program Plan for the Recruitment, Hiring, Advancement,
and Retention of Persons with Disabilities

To capture agencies’ affirmative action plan for persons with disabilities (PWD) and
persons with targeted disabilities (PWTD), EEOC regulations (29 C.F.R. § 1614.203(e))
and MD-715 require agencies to describe how their plan will improve the recruitment,
hiring, advancement, and retention of applicants and employees with disabilities. All
agencies, regardless of size, must complete this Part of the MD-715 report.

Section I: Efforts to Reach Regulatory Goals

EEOC regulations (29 C.F.R. § 1614.203(d)(7)) require agencies to establish specific
numerical goals for increasing the participation of persons with disabilities and persons
with targeted disabilities in the federal government.

1. Using the goal of 12% as the benchmark, does your agency have a trigger
involving PWD by grade level cluster in the permanent workforce? If “yes”,
describe the trigger(s) in the text box.

a. Cluster GS-1 to GS-10 (PWD) Yes O No
b. Cluster GS-11 to SES (PWD) Yes No O

The percentage of PWD in the GS-11 to SES cluster was 9.92% in FY 2019, which fell below the goal
of 12%.

2. Using the goal of 2% as the benchmark, does your agency have a trigger
involving PWTD by grade level cluster in the permanent workforce? If “yes”,
describe the trigger(s) in the text box.

a. Cluster GS-1to GS-10 (PWTD) Yes [J No
b. Cluster GS-11 to SES (PWTD) Yes No O

The percentage of PWTD in the GS-11 to SES cluster was 1.40% in FY 2019, which fell below the goal
of 2%.

3. Describe how the agency has communicated the numerical goals to the hiring
managers and/or recruiters.

The numerical goals and additional information about the Disability Program and resources are
available on the Office of Diversity and Inclusion (ODI) Web page.
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Section Il: Model Disability Program

Pursuant to 29 C.F.R. §1614.203(d)(1), agencies must ensure sufficient staff, training
and resources to recruit and hire persons with disabilities and persons with targeted
disabilities, administer the reasonable accommodation program and special emphasis
program, and oversee any other disability hiring and advancement program the agency
has in place.

A. PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY
PROGRAM

1. Has the agency designated sufficient qualified personnel to implement its
disability program during the reporting period? If “no”, describe the agency’s plan
to improve the staffing for the upcoming year.

Yes [ No

VA currently has one staff member to oversee all aspects of the National Disability Program with the
exception of oversight of the National Reasonable Accommodation Program and Section 508
compliance. VA is in the process of adding staff members in addition to the requested detailees to
assist in supporting the needs associated with the Disability Program to meet workforce and policy
demands.

2. ldentify all staff responsible for implementing the agency’s disability employment
program by the office, staff employment status, and responsible official.

# of FTE Staff by . -
N Employment Status Responsple Ofﬂqal
Disability Program Task (Name, Title, Office,
Full | Part | Collateral Email)
Time | Time Duty
Processing applications from Roberto Rojo, National
PWD and PWTD 1 0 400 Disability Program
Manager
Answering questions from the Roberto Rojo, National
public about hiring authorities that 1 0 400 Disability Program
take disability into account Manager
Processing reasonable Andreé M. Sutton,
accommodation requests from Chief of Reasonable
applicants and employees 1 0 400 Accommodation,
Office of Resolution
Management,
Andree.Sutton@va.gov
Section 508 Compliance Pat Sheehan,
25 0 0 Director, VA Section
508 Office,
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Office of Information
and Technology,
Pat.Sheehan@va.gov
Architectural Barriers Act Roberto Rojo, National
Compliance 1 0 10 Disability Program
Manager

Special Emphasis Program for Roberto Rojo, National
PWD and PWTD 1 0 300 Disability Program
Manager

3. Has the agency provided disability program staff with sufficient training to carry
out their responsibilities during the reporting period? If “yes”, describe the
training that disability program staff have received. If “no”, describe the training
planned for the upcoming year.

Yes No [

In FY 2019, the National Disability Program Manager received training by the (1.) Multi-agency Task
Force on Increasing Employment Opportunities for People with Disabilities; (2.) Office of Personnel
Management, USA Staffing Resource Center, Reports and Analytics, Talent Acquisition System for
Federal Agencies, Applicant Flow Data Staffing Reports; (3.) Employment Learning Innovations, Civil
Treatment Workplace, Civil Treatment for Leaders, and Civil Treatment for Employees, Human
Resources (HR) Certification received for 20 HR General Credit Hours by the HR Certification Institute.
Additionally, the Chief of Reasonable Accommodation also attended training by NELI focused on
disability law in the area of reasonable accommodations. (I cannot confirm training attended by the
Chief of Reasonable Accommodation.)

B. PLAN TO ENSURE SUFFICIENT FUNDING FOR THE DISABILITY PROGRAM

Has the agency provided sufficient funding and other resources to successfully
implement the disability program during the reporting period? If “no”, describe the
agency'’s plan to ensure all aspects of the disability program have sufficient funding
and other resources.

Yes [ No

Currently, there are no plans to ensure sufficient funding for the disability program.

Section llI: Plan to Recruit and Hire Individuals with Disabilities
Pursuant to 29 C.F.R. § 1614.203(d)(1)(i) and (ii), agencies must establish a plan to
increase the recruitment and hiring of individuals with disabilities. The questions below
are designed to identify outcomes of the agency’s recruitment program plan for PWD
and PWTD.
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A. PLAN TO IDENTIFY JOB APPLICANTS WITH DISABILITIES

1. Describe the programs and resources the agency uses to identify job applicants
with disabilities, including individuals with targeted disabilities.

VA works regularly with Veterans, to include disabled Veterans, through the Vocational Rehabilitation
and Employment (VR&E) Program and through the Veterans Employment Service Office (VESO), to
assist Veterans with seeking employment. VR&E also assists Disabled Veterans with job-related
training that may assist them with building skills to assist with employment. VESO works with 9
assigned coordinators who work with Veterans with disabilities, to include those with targeted
disabilities, to support them with seeking employment, and provide services such as assistance with
resume writing and resume review. Additionally, there is a National Selective Placement Program
(SPP) Manager, Administration-level SPP Managers, and SPP Coordinators (SPPC) at every VA
facility who assist PWD and PWTD with employment opportunities using the Schedule A hiring
authority.

2. Pursuant to 29 C.F.R. § 1614.203(a)(3), describe the agency’s use of hiring
authorities that take disability into account (e.g., Schedule A) to recruit PWD and
PWTD for positions in the permanent workforce.

SPPC and Managers have increased awareness of the Schedule A hiring authority through marketing.
Standard training for VA SPPCs is being further developed.

3. When individuals apply for a position under a hiring authority that takes disability
into account (e.g., Schedule A), explain how the agency (1) determines if the
individual is eligible for appointment under such authority and (2) forwards the
individual's application to the relevant hiring officials with an explanation of how
and when the individual may be appointed.

The SPPC receives the individual’s resume and schedule A letter and reviews it to ensure eligibility.
Once confirmed, the SPPC forwards the resume to the hiring manager of an open, vacant position for
consideration and advises the hiring manager of the benefits of using this non-competitive hiring
authority.

4. Has the agency provided training to all hiring managers on the use of hiring
authorities that take disability into account (e.g., Schedule A)? If “yes”, describe
the type(s) of training and frequency. If “no”, describe the agency’s plan to
provide this training.

Yes [ No N/A [

The SPPC training, currently in development, will be offered to VA hiring managers to ensure VA HR
content/context is unilaterally processed.
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B. PLAN TO ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT
ORGANIZATIONS

Describe the agency’s efforts to establish and maintain contacts with organizations
that assist PWD, including PWTD, in securing and maintaining employment.

VA places the onus on each facility to ensure they are partnering with and marketing employment
opportunities to external organizations such as state and local Disability Committees, Commissions,
Department of Labor, and organizations as well as the disability offices at local colleges and
universities.

At the Department-level, VA is pursuing establishing memoranda of understanding with local
universities that have a high student population of PWD and PWTD. Once the policy document on
Section 504 is published, VA will establish a stakeholders group, which will include several disability and
disabled Veterans affinity group leadership.

C. PROGRESSION TOWARDS GOALS (RECRUITMENT AND HIRING)

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do
triggers exist for PWD and/or PWTD among the new hires in the permanent
workforce? If “yes”, please describe the triggers below.

a. New Hires for Permanent Workforce (PWD) Yes [l No

b. New Hires for Permanent Workforce (PWTD) Yes U] No

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD
and/or PWTD among the new hires for any of the mission-critical occupations
(MCO)? If “yes”, please describe the triggers below. Select “n/a” if the applicant
data is not available for your agency, and describe your plan to provide the data
in the text box.

a. New Hires for MCO (PWD) Yes No [ N/A [
b. New Hires for MCO (PWTD) Yes No [ N/A [

As compared to the benchmark, triggers exist for PWD in the Medical Officer occupation.

For PWTD, triggers exist in the Psychology, Human Resources Management, Medical Officer, Nurse,
Practical Nurse, Physical Therapist, Medical Technologist, and Pharmacist occupations.
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3. Using the relevant applicant pool as the benchmark, do triggers exist for PWD
and/or PWTD among the qualified internal applicants for any of the mission-
critical occupations (MCO)? If “yes”, please describe the triggers below. Select
“n/a” if the applicant data is not available for your agency, and describe your
plan to provide the data in the text box.

a. Qualified Applicants for MCO (PWD) Yes No [0 N/A [
b. Qualified Applicants for MCO (PWTD) Yes No [0 NA O

As compared to the benchmark, triggers exist for PWD in the Psychology, Human Resources
Management, Medical Officer, Physician’s Assistant, Nurse, Practical Nurse, Occupational Therapist,
Physical Therapist, Medical Technologist, Pharmacist, Veterans Claims Examining, Contracting,
Information Technology Management, and Cemetery Caretaking occupations.

For PWTD, triggers exist in the Medical Officer occupation.

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD
and/or PWTD among employees promoted to any of the mission-critical
occupations (MCO)? If “yes”, please describe the triggers below. Select “n/a” if
the applicant data is not available for your agency, and describe your plan to
provide the data in the text box.

a. Promotions for MCO (PWD) Yes No 1 N/A [
b. Promotions for MCO (PWTD) Yes No L1 N/A [

As compared to the benchmark, triggers exist for PWD in the Medical Officer occupation.

For PWTD, triggers exist in the Psychology, Human Resources Management, Medical Officer, Nurse,
Practical Nurse, Occupational Therapist, Physical Therapist, Medical Technologist, Pharmacist,
Veterans Claims Examining, Information Technology Management, Cemetery Caretaking occupations.

Section IV: Plan to Ensure Advancement Opportunities for
Employees with Disabilities

Pursuant to 29 C.F.R §1614.203(d)(1)(iii), agencies are required to provide sufficient
advancement opportunities for employees with disabilities. Such activities might include
specialized training and mentoring programs, career development opportunities, awards
programs, promotions, and similar programs that address advancement. In this section,
agencies should identify, and pro